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Abstract
The purpose of this study is to examine professional hurt across the public services of the
Commonwealth Caribbean with a view toward creating what could probably be the first
body of knowledge that will offer insights into its nature and relationship with the
practice of leadership. The study also sought to explore an understanding of professional
hurt that could inform the design of leadership development programs to help develop
leaders who can navigate or avoid hurt. I utilized the biographical research approach to
access the lived experiences of 20 public sector leaders across 9 independent
Commonwealth Caribbean islands. Narrative thematic analysis data from the experiences
are summarized and presented using six emergent themes, illustrated with thick narrative
descriptions. The findings suggest that professional hurt is a combination of the deep hurt
a leader experiences as a professional, pooled with the undermining of his/her sense of
professional pride, dignity, confidence, capability, credibility, and worth as a leader.
While all facets of the leaders’ hurtful and humiliating experience are sometimes
stretched over a period of time, there is actually an identifiable point at which
professional hurt occurs. The findings suggest that professional hurt is not necessarily a
planned attempt to destroy a leader, but the result of a poorly managed complex social
system. This study may thus offer some useful insights for a holistic and transformative
change in the practice of public service leadership in the Caribbean. A video author
introduction in MP4 format accompanies this dissertation. The electronic version of this
Dissertation is at OhioLink ETDCenter, http://www.ohiolink.edu/etd
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Chapter I: Introduction
I was hurt by the experience. I was hurt by the behaviors of others. I was hurt by
the injustice. I was hurt by the treatment by my leader. I was hurt by the ignominy
of the situation in which I was placed. I was hurt by the ungratefulness of a
system that I contributed so much to…. Hurt is what I feel and continue to feel.
The foregoing are the words of my mentor and former leader, as she shared her
story with me during an interview for a case study (R. Brown, 2010). I realized then that
it was not just the act of being sidelined to a role she described as “unsubstantial and
demeaning…, an ingenious situation of doing nothing and being paid to do nothing” (R.
Brown, 2010, p. 17), that caused her hurt. It was her total experience (leading to, during,
and after being sidelined) that resulted in the pain that attended the certain knowledge
that she had lost her claim to respect as a professional and as a leader (R. Brown, 2010).
When I coined her pain as “professional hurt,” the term strongly resonated with
her, as it somehow reflected her unceremonious removal from her role as the
constitutional head of one of the administrative arms of the Jamaican government and
placed in a job with nothing to do. I was intrigued by how readily she adopted the use of
professional hurt to describe her pain during the interview. After I heard her story I was
even more convinced that professional hurt was different from just “hurt.” I was thus
moved to define professional hurt as, “the mental and emotional pain encountered during
an experience that violates one’s professional dignity and the pain that attends the certain
feeling that one has lost his/her claims to respect as a professional and as a leader.”
I also thought that professional hurt brought into sharp focus a seeming dilemma
for leadership in the Jamaican public sector, which needs to be fully examined and
addressed. For should professional hurt be denuding our public service of its leadership
talent as the case study (R. Brown, 2010) suggested, then it is quite likely to stymie the
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realization of our national vision and goals for development, given Jamaica’s developed
country status as outlined in Vision 2030: Jamaica’s National Development Plan is
aligned to transformational leadership as a guiding principle (Planning Institute of
Jamaica, 2009).
Consistent with our National Development Plan is the Public Sector
Modernization Program’s focus on effective leadership as an “essential ingredient for the
transformation of the public sector and the creation of a performance culture responsive
to citizens’ needs” (Cabinet Office, 2003, p. 42). This too gave rise to the question as to
how this commitment to develop leadership abilities at all levels throughout the service
(Cabinet Office, 2003) could hold true in an environment of professional hurt. For how
can professional hurt be addressed in leadership development programs if there is no
recognition of the phenomenon, no clarity around what it is and how it is to be treated?
Consequently, I saw the need to holistically unpack the concept of professional hurt to
gain an understanding of how and what creates this hurt, how it is experienced, its
consequences, and how it might best be navigated or avoided.
Not being able to find any published or unpublished research with specific
reference to professional hurt, my dissertation probably represents the first study toward
creating a body of knowledge on this phenomenon. This is an imperative for me as a
Jamaican, a public sector leader, and one who is committed not just to my own
development as a leader, but to the leadership development of others. This study is, then,
an exploratory study of the meaning and experience of professional hurt, which I have
gained through the stories of public sector leaders who have experienced this hurt and, as
a result, have grown as human beings and leaders. The research question is: What are the

	
  

3
experiences of professional hurt in the lives of leaders in the Commonwealth Caribbean
Public Service and are there implications for leadership development in the public service
sector?
This chapter follows with a clear articulation of my researcher positioning in the
study, the purpose of the dissertation, and the research questions it seeks to answer. It
also highlights the relevant literature that framed the context against which the stories of
professional hurt are interpreted, alongside the epistemological approach that
underpinned the data collection, analysis, and reporting. The chapter concludes with a
brief description of how the dissertation was developed.
Researcher’s Stance and Positionality
My interest in the phenomenon of professional hurt must be seen against the
background of my own work experience. As a leader in the Jamaican public sector for
almost 17 years, I have always been concerned with the many criticisms leveled against
public sector entities not just in my own country (Jamaica), but across the Englishspeaking Caribbean. Chief among these criticisms has been the public service’s inability
to be “responsive organizations which react flexibly to the turbulent environments in
which they are set,” but are instead “rigid and suffering from a bad case of goal
displacement,” as they pay greater attention to “routine, rules, control and hierarchy” (M.
Turner & Hulme, 1997, pp. 90-91, 182). The public service is also regarded as having a
culture “in which tenure, low productivity, blame-shifting files... has developed”
(Bissessar, 2009, p. 11).
Regrettably, I too have been frustrated and often times felt stymied in my ability
to lead over my years in the public sector, as a result of how much the service seems to be
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preoccupied with establishing rules, regulations, acts, policy guidelines and reporting
structures, and strictures for ensuring ongoing compliance and conformance. And while
not intending to generalize, I do see, from my vantage point in the public sector, leaders
who articulate so well the value and worth of public sector leadership, recognizing how
inextricably linked it is to our development goals as small island states. However, they
still continue to preside over a public service construct that carries the vestiges of a
colonial administrative bureaucracy. Consequently, leaders oftentimes fail to seize
opportunities to step out of the box and be innovative, entrepreneurial, responsive, and
relevant in meeting citizens’ needs and creating greater levels of efficiency, effectiveness,
and satisfaction.
I constantly question therefore, why it is that public sector leaders seem so fearful
of challenging the status quo and instead appear content to play it safe until they outlast
their tenure in the public service. I sometimes wondered whether public sector leaders
chose not to challenge the status quo for fear of being hurt, ousted, or humiliated. While
these questions will not be fully answered through this research, they have certainly
increased my motivation to explore what professional hurt means and how it relates to the
way we lead in the public service.
On a more personal level, I too have gone through the experience of personal hurt.
So pained was I by the experience, that months after, while attending a conference in the
Caribbean, one of the presenters, a South African woman who had lived through
apartheid, inquired of me as to why I was looking so troubled. I felt then that she had
seen straight through me to my aching heart and I had no choice but to share my story, as
I hoped that it would provide a salve. At the conclusion of my story, she told me in the
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voice and tone of a wise teacher, that every experience provides us with an opportunity to
teach or an opportunity to learn. She went on to encourage me to take my time to figure
out what opportunity my experience was presenting.
For months I labored over what my South African friend had shared with me,
until finally one day the “penny dropped” and I had an epiphany. For I had come to see
not only how my professional hurt had provided me with a learning opportunity, but the
even bigger opportunity it afforded me to teach. I realized then, just how much I would
wish for this to be the experience of others who had also been professionally hurt, and
immediately saw the dissertation as a vehicle that could possibly create this awakening
for other leaders who would wish to share their stories.
The sharing of stories as a vehicle for learning and growth has always marked my
leadership practice. This I credit to my father, a great leader. In our culture, disciplining a
child with the “rod” was the rule at the time I was growing up, and yet, I can never recall
my father, even as much as by way of a gesture, having taken the rod of discipline to me.
However, I do remember being moved to tears as he told me stories in a bid to discipline
and establish the values that I today still hold dear. Chief among these values is that of
selfless service on behalf of others.
And so while the dissertation has scholarly purposes, it also afforded me an
opportunity to give thoughtful attention to my own practice as a woman in leadership and
the extent to which it might or might not be a cause for professional hurt. For I have
wanted nothing more than for my leadership to sustain an environment that is supportive,
trusting, questioning, and provides the opportunities for teaching and learning, so that
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respect and dignity, not hurt, is cultivated and allowed to strive (Lawrence-Lightfoot,
2000, p. 114).
Recognizing the sensitivities associated with researching the phenomena—
professional hurt, and that it would quite likely have elicited much emotional reactions, I
saw the need to be fully prepared and confident as the researcher to handle the interviews
accordingly. I wanted also to ensure that I did not only feel and successfully manage the
attendant emotions, but I was also able to fully attend to the participants during the
interview as I listened with my head and heart, building trust and communicating with all
the sensitivity that the occasion required. Consequently, in preparing for the research
upon which my dissertation is based, I pursued coach training. However, it was not my
intention to influence the research process as a coach, but to acquire probing and listening
skills relevant to eliciting stories about painful experiences that could help me to be fully
present as a researcher in emotionally challenging situations.
Purpose of the Study
The purpose of my dissertation is to investigate the themes of professional hurt
and its relation to change in the practice of public service leadership in the Caribbean. It
also serves to offer the kind of insights into professional hurt that can inform leadership
development programs and help develop leaders to prevent hurt.
Research Questions
My dissertation has as its main research question: What are the experiences of
professional hurt in the lives of leaders in the Commonwealth Caribbean Public Service
and their implications for leadership development in the public service?
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The study has also been guided by the following six subsidiary questions:
1. How do leaders in the public sector talk about their experience of professional
hurt?
2. How are the leaders affected by their experiences?
3. What factors emerge from their stories that lead to professional hurt?
4. What resources do leaders mobilize in processing their experience?
5. How has their experiences influenced their understanding of their leadership?
6. Can professional hurt be avoided in the course of leading?
The Literature
My approach brings together two clusters of scholarly work. The first has to do
with the Caribbean historical, social, and institutional context in which leadership takes
place and professional hurt emerges. I examined the concepts of professionalism and
leadership in the specific setting of the public sector; challenges of managing change in
the public sector, including risk taking; and racial and gender stratifications in Caribbean
societies, embedded in colonialism and postcolonial developments. I also found it
necessary to focus on ethnicity, gender inequality, and political interference toward
equity in the public sector. A second cluster of concepts that were examined has to do
with the emotional and behavioral dimensions of leadership and professional hurt,
including hurt and the violation of respect and dignity through humiliation.
As the dissertation proposes to highlight insights gained from an understanding of
professional hurt that could inform leadership development programs, the notion of
leadership development also became key to the theoretical frame of this study. In that
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context, attention was paid to the role of stories in leadership development in the
Caribbean.
The literature was thus examined to see how these concepts frame the history and
culture of public service leadership today, and the implications this might have for the
occurrence of professional hurt and for leadership development in the context of the
public sectors of the independent Commonwealth Caribbean, namely, Antigua, Bahamas,
Barbados, Dominica, Grenada, Jamaica, Saint Kitts and Nevis, Saint Lucia, Saint Vincent
and the Grenadines, Trinidad and Tobago, Belize, and Guyana.
These Caribbean countries are former British-colonies, whose legacy of
colonization is still reflected in their highly hierarchical, centralized, and administrative
public services, which were initially engineered to serve the British government in
exploiting the resources of the colonies (physical and human). Bruce Golding alluded to
this in his address to the Jamaican Parliament in September 2009 as the then Prime
Minister of Jamaica. He noted that the Jamaican public service was still;
governed by a structure and culture that we inherited from a colonial era. It is a
pyramid structure in which authority is concentrated at the top and responsibility
not clearly defined nor located. It may have been appropriate for the time of its
inception. It is antiquated, inefficient and largely irrelevant today. Efficient
operations require a flatter structure, devolution of authority with responsibility
and authority conjoined. It requires that every department be conscious of
corporate goals and plans. It requires strong leadership not only at the top but
throughout the structure. (Golding, 2009, p. 6)
Indeed, the literature does reflect a growing recognition of the role leadership
must play in the public services of the Caribbean for economic and social development
successes (Jemiai, 2003) and for transforming government policies into services for
citizens (Waung & Menyah, 2011). However, identified alongside this, is the critical need
for leadership development in the public sectors of the region (Draper, 2003).
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A Commonwealth Secretariat training needs assessment of the public service of
Barbados conducted in 2000, for example, identified weaknesses that were all associated
with issues having to do with leadership and consequently recommended that leadership
as a competency be developed with the highest priority (Draper, 2003). A similar result
was revealed for the research conducted in the Caribbean countries of Grenada, St. Kitts
and St. Vincent, and the Grenadines; namely, that leadership was a “critical skills gap for
senior public service managers in the region” (Draper, 2003, p. 128).
This brings into sharp focus the need for an integrated and coordinated approach
to developing leaders, as “effective leadership begins with leader development” (Day,
Harrison, & Halpin, 2009, p. 3). Consequently, the literature reviewed for this
dissertation discussed the differences between leader and leadership development,
establishing that leadership development examines the development of leaders within the
broader and collective context of the organization.
Commenting on the ways leaders are developed, Jackson and Parry (2008)
purport that this was mostly by way of experience, in as much as there are “no short cuts
when it comes to experience” (p. 115). While I agree with Jackson and Parry (2008) on
the efficacy of experience in leadership development, I also see that there might be a
shortcut to experience. The idea of a shortcut is being understood here within the context
that one can learn not just from his/her own experiences, but from the experiences of
others as shared through their stories.
J. Turner and Mavin’s (2008) study “What can we learn from senior leader
narratives? The strutting and fretting of becoming a leader” revealed that the act of retelling one’s life story and in particular “life trigger events”(p. 387), benefits not just the
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one sharing the story, but the ones to whom it is being told, as it presents an opportunity
for all to reflect and learn from the experience. It is therefore not the experience or the
story in and of itself that creates the learning, but the opportunity that it affords for
reflection by both the leader that is telling and the ones to whom it is being told. The
process of reflection thus allows one to make the cognitive and emotional connections
that will in turn result in the recognition and acceptance of the need for change
(Wortmann, 2008, p. 138).
The literature was also examined with a special focus on building the
dissertation’s theoretical frame around what constitutes an understanding of the emotion
of hurt and an appreciation of humiliation and the violation of dignity and respect. This I
considered to be important for exploring what professional hurt means and how it is to be
distinguished from just hurt.
In the literature, hurt is generally recognized as a powerful emotion in the ways it
is experienced. Lemay, Overall, and Clark (2012) describe the emotion of hurt as “a form
of social pain that is frequently experienced when people perceive rejection or
devaluation by someone” (p. 1). This pain as Leary, Springer, Negel, Ansell, and Evans
(1998) further explain is experienced by males and females alike and there is little gender
difference in what creates it and how it is felt.
Drawing from an extensive review from the literature, Leary et al. (1998) did not
find any gender difference either with respect to the likelihood of feeling hurt or whether
or not one would mask the intensity of the hurt. Consequently, a man would just as
readily cry in the presence of a woman who had hurt his feeling, as a woman would in the
presence of a man who had hurt her feelings. However, where the difference surfaced,
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was in men’s unwillingness to have other men know that their feelings were hurt (Leary
et al., 1998). This suggested that my dissertation could benefit from the stories of both
male and female leaders as they would likely be willing to share with me (a female
researcher) their experiences of professional hurt.
While scholars such as Leary and Springer (2001) have concluded that hurt “is a
distinct emotional experience that cannot be reduced to other negative emotions”
(p. 155), they have also recognized that hurting people suffer not just hurt feelings “but
other negative emotions as well” such as humiliation (pp. 151-153).
Hartling and Luchetta (1999) define humiliation as “the deep dysphoric feeling
associated with being, or perceiving oneself as being, unjustly degraded, ridiculed, …
demeaned or devalued” (p. 264). While often times used interchangeable with shame, the
literature does highlight that humiliation is a distinct emotion. Stamm (1978) explained
the distinction, noting that you create your own shame but humiliation is created for you.
For shame is associated with the “feeling of having been exposed, dishonored, disgraced
or demeaned for having committed some unpardonable act” (Stamm, 1978, p. 426). One
might also add that shame can also emerge vicariously through the acts of those you
identify with, or feel responsible for. On the other hand, one is humiliated “without being
responsible for it” as “external powers for reasons of their own, may elect to castigate
him, dishonor him or expose him to untold debasement to further their own ends”
(Stamm, 1978, pp. 425-426).
The literature also suggests that it is in the act of being humiliated that one’s
dignity and respect is violated. Statman (2000) while making reference to Gilbert (1997)
and Dillion (1997), noted that humiliation is “first and foremost...an injury to the dignity

	
  

12
of its victims” (p. 523). In this view, dignity cannot be taken away, even as one who is
humiliated feels like being “stripped of... dignity” and “robbed of dignity” (p. 523).
Epistemological Stance
How do leaders in the public sector experience professional hurt? How are leaders
affected by the experience? What resources do leaders mobilize in processing their
experience? How has their experience influenced their understanding of their leadership?
Undeniable, these questions which are among those my research sought to address are
best answered by those who have experienced the phenomena of professional hurt. The
dissertation therefore required a methodology that would “allow for a dialectic process”
(Harding, 2005, p. 54), which will include public sector leaders who have experienced
professional hurt addressing these questions through the stories they tell about their
experience.
Consequently, my dissertation drew from biographical research methods in
contextualizing individual lives in terms of historical, social, and psychological
circumstances (Merrill &West, 2009, p. 10).This research methodology provides a superb
opportunity for those sharing their stories to make meaning of their experiences, their
lives, and their relationships with others as they determine what they include and how
they define the issues (Atkinson, 2002).
I did recognize, however, that some participants might find it a challenge to share
their experiences of professional hurt, especially when their hurt might have had
traumatic outcomes (Kazmierska, 2004). I thus held a safe space for the participants to
share their stories and approached the interviews as conversations in which as the
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interviewer, I gave attention to my “emotional attentiveness and engagement and the
degree of reciprocity in the conversation” (Riessman, 2008, p. 24).
Merrill and West (2009) describe good biographical research as constituting “the
power of description, analysis, insight and theoretical sophistication” (p. 105). As I
sought to have this reflected in my research, I intentionally used the tools of narrative
thematic analysis so as to be able to “make sense of the lived experiences from the
perspective of the person whose life is the subject of investigation” (Winston, 2012,
pp. 125-126). As a consequence, I worked with thick narrative descriptions while taking
the interpretative and reflective stance of a researcher. Indeed, narrative thematic analysis
proved to be a good fit with biographical research serving as my umbrella methodology.
The literature and my own case and pilot studies indicated that (past) pain and
possibly shame might be related to the experiences of professional hurt. A measure of
trust was thus needed to access the experiences. Consequently, for this study I selected
people I had met before or who were referred to me by those I am acquainted with so that
they would have a measure of confidence that, based on the relationships we share, I
would not wish to create any additional hurt for them.
Given that an academic definition may sound too abstract and distant, I did not
ask those I selected to participate in my research to identify with my definition for
professional hurt. After all, this working definition may have changed as a result of the
research findings. Instead, I asked whether they have had an experience or experiences
as a professional where they felt humiliated or otherwise pained in a way that affected
them profoundly. This gives credit to the fact that the literature agrees that humiliation is
key to the experience of professional hurt. Additionally, in so doing, I left open the
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possibility for participants to assert their own understanding of professional hurt and so
add depth and meaning to the definition I proposed.
As my approach was to understand the stories of professional hurt in the context
of public service leadership in the Caribbean, my participants were past and present
public sector leaders representative of the independent Commonwealth Caribbean. A
gender mix of twenty public sector leaders from nine Caribbean islands accepted my
invitation to participate in the study.
Research participants were assured of their anonymity and the steps that would
have been taken to protect their identity and the confidentiality of the information they
shared in the interviews. Ensuring participants’ anonymity allowed for the freedom I
sought as researcher to be critical in my discussion of the research findings, in view of
the need to ensure its usefulness for future leadership development programs. Participants
were also helped to understand that their participation in the research was voluntary and
hence, they could withdraw at any point if it became too painful for them to continue and
there would have been no consequence for their withdrawal. I was prepared to refer
participants to psychological help if necessary.
The ethics of the research was therefore rooted in my commitment to facilitate no
harm to participants by virtue of their involvement in the research and to uphold
throughout the standards on which IRB approval had been granted for the study.
Organization of the Dissertation
I have sought in this first chapter to situate my positioning as the researcher and to
establish the purpose of the study and the questions it seeks to answer, while highlighting
the theoretical framework that was used to study professional hurt and the
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epistemological approach that underpinned the data collection and analysis. The chapter
concludes with a brief description of the focus of the remaining chapters of the
dissertation.
Chapter II first establishes the wider context in which to situate the Caribbean
public sector and public sector leadership in practice. It follows with an examination of
the literature that addresses the concepts that are crucial to providing the theoretical
framework within which professional hurt is studied.
Chapter III presents the methodological approach that was used for data gathering
and analysis, developed from the biographical and narrative thematic research methods.
This chapter also presents the rationale for the research methodology and the associated
limitations and ethical issues that surfaced and how they were handled.
Chapter IV presents the data from the biographical interviews and the analysis
done using narrative thematic analysis, so as to ensure the strength of the conclusions
drawn with respect to the emergent themes.
In Chapter V, I discuss the results of the data analysis, highlighting the ways in
which it informs the nature of professional hurt.
Chapter VI identified the implications of the study for leading change in the
practice of public service leadership in the Caribbean and for informing leadership
development programs that could help develop leaders to mitigate professional hurt. This
chapter also highlights the implications of the study for future research aimed at growing
a body of knowledge for professional hurt.
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Chapter II: Review of the Literature
Dependent Colonies to Independent and Developing Small Island States
The Caribbean region is well noted for its natural beauty as evidenced in the
islands flowing plains, scenic rivers and powerful waterfalls, all nestled between its
cascading hills and mountains and bordered by beautiful white sand beaches, nurtured by
a pleasing tropical climate. It is no wonder, therefore, that the islands were so attractive
for European settlement, beginning with the arrival of Christopher Columbus from Spain
in 1492 and followed by the English, French, and Dutch rallying with Spain for colonial
ascendancy in the region. This was to the demise of the native people, who either died
from enslavement and diseases introduced by their colonizers or escaped into exile in the
mountains (Meditz & Hanratty, 1989).
The history of the Commonwealth Caribbean was thereafter indelibly marked by
the experiences of British colonialism and slavery. As English colonies, the Caribbean
islands demographic at first consisted of predominantly English settlers in the now virtual
absence of the native people, who did not all die, but were seriously decimated. This
demographic further changed, as the settlers moved from an economy based on the
production of tobacco and cotton to sugar. The operations of the sugar plantations were
labor intensive and initiated the importation and enslavement of black Africans. With an
end brought to slavery in the Caribbean in the1830s, indentured laborers were brought in
from India and China to fill the vacancies that had been created by the reluctance of the
liberated Africans to continue to work the land. This created plural societies in some
colonies such as Guyana and Trinidad and Tobago, with those of African and Indian
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descent becoming the dominant groups (D. Brown, 1999) and generally deepened the
region’s ethnic and cultural diversity (Meditz & Hanratty, 1989).
Of the 15 islands that constitute the Commonwealth Caribbean, 10 (Jamaica,
Trinidad and Tobago, Dominica, St. Lucia, St. Vincent and the Grenadines, Grenada,
Barbados, Antigua and Barbuda, St. Kitts and Nevis, and Bahamas) transitioned from
dependent colonies to independent and developing states between 1962 and 1983.
Jamaica and Trinidad and Tobago were the first to gain independence in 1962.
Montserrat, the British Virgin Islands, the Cayman Islands, the Turks and Caicos Islands,
and Anguilla choose to continue as crown colonies with “limited internal selfgovernment” (Meditz & Hanratty, 1989, pp. 39-40). The 10 independent small island
states will frame the Commonwealth Caribbean context for the public service and
professional hurt examined in this study.
The Pre Independence Public Service
On the heels of the emancipation from slavery and prior to the independence of
the islands, a pre-independence public service came to birth in the Caribbean. As the
freed African population and communities grew, the colonial authorities saw the need to
have an administrative structure that would ensure the requisite physical and social
infrastructural support to secure the collection of taxes and maintain law and order in the
colonies (Bissessar, 1999; D. Brown, 1999).
Despite the whites being outnumbered by the Africans and Indians, they still
maintained political and economic control across the colonies (Meditz & Hanratty,
1989).The operations of the pre-independence public service were centralized,
hierarchical, and purely administrative in design (Bissessar, 2009), with a small number
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of departments and a secretariat. The departments were the administrative responsibility
of technical officers while the secretariat was managed by a colonial secretary with the
overall control of the colony falling in the hands of a British governor (Bissessar,
1999).The small number of whites occupied the management and leadership roles. And
as there were not enough whites to fill the lower civil service positions, “nonwhite talent”
was assigned to these (Meditz & Hanratty, 1989, p. 32). This made the colonies no less
subject to their colonial masters in spite of the abolition of slavery.
Another noticeable feature of the pre-independence public service was the lack of
opportunities women had for employment. It is suggested that this was partly due to
gender inequality characteristic to the British imperial rule. British laws and prejudices,
imported from the so called motherland, placed restrictions on women, limiting not only
their employment in the public service, but their employment opportunities generally.
Women were regarded, for example, as not having the mental fortitude for jobs outside of
the home where they were best suited to be wives. And the fact that there was a paucity
of educated women at the time did not help the situation either (Bissessar, 1999).
The Post-Independence Public Service
Practiced throughout the independent Commonwealth Caribbean is an adaptation
of the Westminster model of parliamentary government, a legacy of British colonization
that was implanted into the islands’ constitutions (Sutton, 2008). Consequently, public
service administration within these independent colonies reflects features of the
Westminster model as described by Sutton (2008):

	
  

(i)

A permanent bureaucracy staffed by neutral and anonymous officials;

(ii)

Centralized control exercised through hierarchical structures;
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(iii)

The formal separation of policy making from policy implementation;

(iv)

The dominance of general administrators at the apex of the system;

(v)

An emphasis on following rules and procedures, which involved
substantial paperwork; and

(vi)

Recruitment and promotion notionally based on merit. (p. 2)

The public service today after some 50 years of independence for some colonies
still reflects much of the features of the Westminster model as evidenced in a highly
hierarchical construct that engender a culture of “inflexibility” and a reliance on “rules
and regulations” (Bissessar, 1999, p. 411). It was envisaged that in this independent
public service, civil servants would be politically neutral. Additionally, those serving as
permanent secretaries (administrative heads of ministries), while having their own
opinions on desirable policies, would be prepared to deliver on the policies of any duly
elected government, as they serve with equal enthusiasm in the same posts for successive
constituted governments of competing parties. However, this is yet to be fully realized
despite the underlying recognition of the need to ensure “administrative continuity”
(Larson & Coe, 1998, p. 8).
A neutral public service was expected to reduce the possibility of public sector
governance being “unpredictable and difficult” (Larson & Coe, 1998, p. 8) as would
result if the administrative core were to change with each new government. Permanent
secretaries were therefore expected to use their years of experience garnered across
different political administrations, to give ministers their best guidance and direction,
underpinned by the time and interest they invested in gaining a complete understanding
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of the agenda and government priorities of the day, and to ensure they were successfully
implemented (Bissessar, 2003, p. 174).
Political Interference in the Public Service
Mills (2000), like many others, reports that the relationship between ministers and
civil servants was far from close and trusting, as would be expected of a neutral public
service. Instead, the politicians and the civil servants were suspicious of each other,
resulting in allegations of sabotage on the part of the public officer and in some instances
their dismissal from the service as engineered by the politicians (Mills, 2000).
I could not help but note, however, that while Bissessar (2003) also reported that
public servants were accused of impeding “the implementation of policy” (p. 177), she
also shared that a permanent secretary had voiced that should a civil servants’ action
prove embarrassing for the government, there was the tendency to regard the action on
the part of the civil servant as “acts of disloyalty or as administrative sabotage,” even
though it might have been the result of the public officer’s effort to compensate for
“inadequate knowledge, incompetence or simply carelessness” (Bissessar, 2003, p. 177).
This therefore suggests that not all public officers’ less than desirable performance can be
generalized as acts of sabotage.
A similar case was reported when the National Alliance for Reconciliation (NAR)
government in Trinidad took office 1987. The new government accused the permanent
secretaries of being “bias” (short for biased), but this they denied. The permanent
secretaries indicated that what might have appeared as “bias” on their part was really
their need to take time to become familiar with the new political administration, having
worked with the previous for 30 years (Sutton, 2008). The new government was not
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accepting of this, and made dramatic changes to the leadership of the public sector
entities (Sutton, 2008, p. 5).
Nwaskie (2012) also reported, that when a permanent secretary is unable to
speedily implement a minister’s policies because of “infrastructural challenges,” the
minister is often strongly encouraged by politically motivated individuals, to relieve the
permanent secretary of his/her duties. Consequently, the permanent secretary is assigned
a role that is unsubstantial and the public service is denuded of its leadership talent
(p. 51). At the same time, “public officers who are considered to be loyalist of the ruling
party will often times without merit, be promoted to replace the permanent secretaries”
(Nwaskie, 2012, p. 51).
I also find Sutton’s (2008) attempt at an explanation for the challenging political
and administrative interface most interesting. He argues that Commonwealth Caribbean
politics with its “over-centralization” allows for the prime minister to become too
involved in the administrative decisions, and the same holds true for the ministers of
government. Sutton (2008) also believes that the sheer size of these small island states,
gives added power to the prime ministers, thus causing ministers and senior public
officers to be more averse to taking decisions “for fear of censure” (p. 6).
Of note, is a World Bank Report (1996) on Public Sector Modernization in the
Caribbean. The report states:
The Caribbean has the largest concentration of democratic developing countries in
the world, and although no system is perfect, most of the civil services are
relatively free of corruption and political influence. There is thus much to work
with and much to preserve.… The core problem…is the lack of a strong and
transparent connection between performance and the allocation of public
resources. (p. 29)
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Evidently, public officers’ performance or non-performances might not
necessarily be politically motivated as some believe, but could be the manifestation of a
number of issues, including the availability of support or lack thereof. However, the
governments of the Commonwealth Caribbean do not always so conclude, and sometimes
take decisions against public sector leaders that might be a cause for professional hurt.
This is examined further as the study addresses one of its subsidiary questions: What
factors emerge from their stories that lead to professional hurt?
Racial Stratification in the Public Service
Lodge and Stirton (2009) cited “considerations of ethnicity” (p. 49) as an area of
concern for the post-independence public services of the Caribbean Commonwealth,
indicating that this was more noticeable in Trinidad and Tobago and Guyana (p. 49)
because of the more substantial Indian populations, in addition to African descent
populations, than would be the case in Jamaica. Jamaica’s 2011 Census of Population and
Housing in reporting a percentage distribution of the population by ethnic origin noted
92.11% Black, 0.75% East Indian, 6.06% Mixed, 0.19% Chinese, 0.16% White, and
0.07% Other (Statistical Institute of Jamaica, 2012, p. xiv). This racial diversity is even
recognized in Jamaica’s motto, “Out of Many One People.”
D. Brown (1999) seems to have agreed with Lodge and Stirton (2009) and
consequently noted that when the ruling parties of Guyana and Trinidad and Tobago rose
to power by the support predominantly received from the “urban-based African
populations,” (p. 372) accusations of discrimination with respect to public sector
employment were made by the Indian population. And while the records did reflect that
the public service was more heavily weighted toward those of African descent (D.
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Brown, 1999), when the government changed to one that was backed by the Indians, the
Afro-Trinidadian also complained that they were not considered for promotions as the
Indians were being favored. However, the government indicated, that this was not the
result of ethnicity, but the outcome of meritorious public service recruitment and
promotion practices (D. Brown, 1999).
Guyana on the other hand, laid no claim to having an independent public service.
D. Brown (1999) explained that when the People’s Progressive Party (PPP) was the
government of the day, they regarded Afro-Guyanese as supporters of the opposition
People’s National Congress (PNC). They were therefore distrusting of the public service,
leading to job loss for a number of public officers.
D. Brown (1999) concluded, however, that the concentration of one ethnic group
in the public service over another is not necessarily a result of an orchestrated plan to
favor one group over the other, but is likely rather a result of those of African heritage
being the first to use education as the vehicle to advance socially and secure their
professional space in the public service, while those of Indian descent did not make a
similar investment, but tended to remain uneducated with a greater focus on farming
instead of public sector employment (D. Brown, 1999).
Bangura (2006) also suggested that the Blacks had in fact justified their strength
in numbers in the public sector, on the basis that their arrival in the colonies preceded that
of the other races inclusive of the Indians. He also purported that the Blacks’ long
occupation of political office is also a contributing factor (Bangura, 2006). Nevertheless,
regardless of how history might have contributed to ethnic inequalities in the public
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service, it does create tension and unhealthy competition that could make the service
unproductive (Bangura, 2006) and possibly be a factor leading to professional hurt.
Considering issues of racial stratification in the public service as a potentially
contributing factor to professional hurt would not be complete without giving attention to
the related issue of skin color discrimination. Bissessar (1999) in reporting on the preindependence public service noted that there are indications that colored public officers
were denied promotional opportunities “because they were not of pure European descent”
(p. 411). While this no longer pertains in the post-independence public service, skin color
still remains a national issue for many of the Caribbean countries.
In Jamaica, for example, skin bleaching has become a public health concern that
is occupying the attention of the government and scholars alike. Petra Robinson’s (2011)
research findings for her dissertation study on Skin Bleaching in Jamaica: A Colonial
Legacy revealed “that there is a bias in Jamaica for light skin over dark skin” (p. iv). She
asserted that this is driven by “an overwhelming preference for Eurocentric
characteristics as a marker or indicator of beauty,” resulting from Jamaica’s “history of,
and experience with, slavery and colonization,” among other things (Robinson, 2011,
p. 213). Robinson’s (2011) research findings are corroborated by Charles’ (2010) study,
which reports that the reasons given for bleaching by those who do it suggest a belief that
having a skin tone reflective of “progressively lighter shades of black,” not only makes
them more physically appealing, but also offers “social advantages” (pp. 33-34).
Gender Stratification in the Public Service
Bissessar (1999) wrote that the suite of new competencies that were created in the
public service along with the “establishment of senior positions” following Trinidad and

	
  

25
Tobago’s independence in 1962 provided very little opportunity for women (p. 417). She
cited data indicating that in 1995 in Trinidad and Tobago 41.8% of the jobs in its public
service were filled by women, of which 71.255% were at the clerical level (Bissessar,
1999).
A recent survey conducted for the Caribbean Leadership Project (2012) provides
a much different picture. It indicates that women occupy 52% of public service positions
at the highest administrative level, that of permanent secretary. This ranged from highs of
73% in Grenada and 68% in Trinidad and Tobago to a low of 30% in Guyana. At level 2,
which includes managers, department heads, and/or equivalent reporting directly to level
1, 50% of the positions are held by women. This varies from a high of 70% in Trinidad
and Tobago to a low of 43% in both Grenada and St. Kitts and Nevis. At level 3, 59% of
the positions are held by women ranging from a high of 70% in Trinidad and Tobago,
67% in St. Vincent and the Grenadines, to a low of 42% in Guyana (Caribbean
Leadership Project, 2012). Overall this seems quite favorable when compared to a
developed Commonwealth country such as Canada, for which representation at the
executive level of the Federal Public Service was 44.9% in 2011 (Treasury Board of
Canada Secretariat, 2013).
In my own organization, which is an agency of the Government of Jamaica, I
serve as the Chief Executive Officer (CEO) and I am supported by an executive
management and senior management team comprised of all women. On a team of 16
middle managers, only three or 18.75% are men. This was never by design and is in spite
of having a human resource management policy and procedure that has embedded gender
equity in our recruitment and selection processes.
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While a thorough research is yet to be completed, the Caribbean Leadership
Project (2012) attributes the higher number of women employed in the public service in
recent years, to “higher educational achievement of women at the tertiary level, quality of
employment benefits, government commitment to employment equity laws, security of
employment and more structured working hours that support work-life balance”
(Appendix 6, p. 5).
Indeed, more and more women are pursuing post-secondary level education and
in the process, have generally surpassed the men with the exception of a few programs.
The Caribbean Leadership Project highlighted this, as it made reference to the 2008
enrollment data from regional universities, noting that “female-to-male enrollment” is
67:33 at the University of the West Indies’ Cave Hill Campus in Barbados and 82:18 at
its Mona Campus in Jamaica; while the University of Technology Jamaica had 57:43, and
the Northern Caribbean University Jamaica 50:50 (Caribbean Leadership Project, 2012).
Evidently, much has changed since Bissessar’s (1999) report of very limited
opportunities for women’s upward mobility in the hierarchical arrangement of the public
service. Also changing is the making of promotion decisions on the basis of one’s years
of service as against performance and for which men had the distinct advantage, as they
were the first to have entered the public service (Bissessar, 1999). And the change has
also been evident to the extent that Nopo (2012) was able to say based on data that not
only has the level of education attained by men been surpassed by women, but there are
also no “differences in earnings” for women and men employed in the public service and
the highest paid women are employed in the sector (p. 232).
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Of additional note are the efforts being made in the public sector throughout the
Commonwealth Caribbean to give attention to gender equality. It has been reported that a
common feature in all of the countries is the establishment of units to handle gender
equality issues within the public service, with their associated plans and strategies. Much
of this, however, is believed to be driven by the countries’ obligations “under the Beijing
Platform for Action, the CARICOM Gender Plan of Action and the Millennium
Development Goals” (Caribbean Leadership Project, 2012, Appendix 6, p. 2).
The Social and Institutional Context of Leadership in the Public Service
The public service is generally understood to comprise “the central and local
public administrations, the security sectors, and parastatals” (Bangura, 2006, p. 12).
However, for this study, the public service will be used in reference to the central public
administration.
Toward the close of the 1970s and during the 1980s, the government of the
United Kingdom, following a review of the public sector, attempted to institute a number
of private sector principles and practices into the operations of the public sector.
Governments in some of the Commonwealth Caribbean countries followed, as they
sought to reform and modernize their public services in keeping with what was now
being called the New Public Management movement (Osie & Nwasike, 2011).
Attempts to engraft tenets of the New Public Management (NPM) to the old
public administration system, an inheritance of the Westminster-Whitehall model, are
very evident. It is believed, however, that this did very little to change the general
administration of the public service, as key administrative instruments such as the public
service regulations and staff orders remained unchanged (Osie & Nwasike, 2011).
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As part of the general reform thrust, executive agencies were created in Jamaica.
These entities received through their Chief Executive Officers (CEO) delegated authority
for finance and human resource management toward a customer-centered, efficient and
effective, performance- and results-driven public sector culture. The CEOs were
employed on fixed term contracts that were subject to renewal on the basis of the
agency’s overall performance. Some islands also introduced employment contracts and
performance agreements for permanent secretaries with the intent “to create performance
and results driven public administration systems” (Osie & Nwasike, 2011, p. 9). On
August 2007 in Jamaica, four permanent secretaries were employed on contract (Osie &
Nwasike, 2011).
Associated with this was the recognition that the growing public sectors required,
“more leadership and management” (Lane, 2000, p. 160) as a most critical function. To
this end, permanent secretaries within seven of 14 ministries in Jamaica received
delegated authority to recruit, promote, transfer, assign reward, discipline, separate, and
train public officers within their respective ministries over the period 2001 and 2007
(Osie & Nwasike, 2011). However, the continued restrictions placed on these permanent
secretaries and CEOs by the Ministry of Finance through the limitations in budgetary
resources and the necessity to have them give permission to create and fill vacancies
(which takes an inordinately long time), challenged the level of strategic planning,
operational efficiencies, and performance results that were envisaged. Osie and Nwasike
(2011) thus concluded that “in spite of all these changes…the government has not created
the enabling environment for the permanent secretaries to achieve the agreed results”
(p. 23).
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The administrative structure of the public service in the Commonwealth
Caribbean still reflects in most parts the hallmarks of “inflexibility in personal
assignment and a dependence on rules and regulations” (Bissessar, 1999, p. 411). The
professionalism and leadership that had been anticipated from the reform efforts that
started in the 1980s, are yet to be fully realized. This was confirmed in the Honorable
Bruce Golding’s address to the Jamaican Parliament in September, 2009, when as the
then Prime Minister of Jamaica, he described the Jamaican public service as “antiquated,
inefficient and largely irrelevant today” and which now requires “strong leadership not
only at the top but throughout” (p. 6).
The views expressed by Golding (2009) underscore an earlier call made by the
Jamaican Government through its Public Sector Modernization Vision and Strategy
2002-2012 paper to have leadership and not administration fashion our public services.
Effective leadership was thus cited as the “essential ingredient for the transformation of
the…public sector and the creation of a performance culture responsive to citizen’s
needs” (Cabinet Office, 2003, p. 42). With this comes the “growing recognition that the
development of an effective leadership cadre within a supportive institutional framework
is critical to the future of the Caribbean Region and its economy” (Caribbean Leadership
Project, 2012, p. 1).
One could chose to reason that the less than desirable leadership that still exists in
the public sectors of the Commonwealth Caribbean despite the reform and
modernizations initiatives being pursued since the 1980s is an indication of the
challenges associated with managing change in the public service. There are those like
Starling (2008) who reason that a number of leaders do not want to handle change,
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because of the “entrenched bureaucracy” that exist in government agency and the lack of
awareness of how it inhibits change efforts (p. 381). The “harsh criticism” (Starling,
2008, p. 381) to which public sectors leaders are often exposed is also worth
consideration. And so they might as a result choose to keep things the way they are so as
not to expose themselves to the risks associated with change.
Those who might regard this aversion to risk on the part of public sector leaders
as “a defeatist attitude,” a propensity to be “free riders” and to cultivate “a maintenance
orientation” (Duncan, 2004, pp. 7-8), could indeed find themselves being grouped with
the critics that are so feared by public sector leaders. It is also arguable that such
criticisms leveled against public sector leaders could be considered somewhat
unreasonable, given the social and institutional context of a public service shaped by the
ill experiences of colonialism, a transplanted rule-based bureaucratic public
administration system, political polarization, and race and gender stratification. Indeed, it
does give some insight into an environment that could possibly spawn the emotional and
behavioral dimensions of leadership and professional hurt.
Toward a Conceptualization of Professional Hurt
While I have yet to identify any named research on professional hurt, there are
related studies such as those done on workplace toxicity, organizational miasma, and
workplace incivility. These studies do provide some insight into the emotional and
behavioral dimensions of organizational leadership and an explanatory frame for
professional hurt. However, a further discussion of these will follow in Chapter V given
the theoretical notions derived from the data analysis.
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Workplace toxicity. The study of workplace toxicity appears to have its focus on
toxic personalities, even as its effects are felt throughout the organization. A toxic
personality is thus defined “as anyone who demonstrates a pattern of counterproductive
work behaviors that debilitate individuals, teams, and even organizations over the long
term” (Kusy &Holloway, 2009, p. 4). Toxic personalities thus create within organizations
emotions and behaviors that demoralize, de-motivate, and induce self-doubt and feelings
of incompetence (Kusy & Holloway, 2009, p. 4), effects that are similar to those
experienced by individuals who have endured professional hurt.
It is also interesting to note that leaders who are oftentimes celebrated as
outstanding examples are not “without their occasional toxic chinks” (Lipman-Blumen,
2005, p. 6). Lipman-Blumen suggested that the toxicity that these leaders sometimes
exhibit can be attributed to “acts of commission…omission” or simply a matter of going
too far in “their zeal to reach their laudable goals” (p. 6). But whatever the reason, it is an
indication that admirable leaders still suffer from “human frailties” (Lipman-Blumen,
2005, p. 6) and they too contribute to workplace toxicity. It might also suggest that
workplace toxicity need not be a deliberate attempt on the part of the leader to “cause
serious harm to their organizations and their followers” (Lipman-Blumen, 2005, p. 6).
Alternatively, Frost (2007) purported that as a result of vindictiveness, grudge, or
malice, a toxic leader can “deliberately harm” others (p. 37). The reasons might stem
from “a need to control or dominate; a dislike of individuals from a particular gender or
ethnic background; past experiences with staff that were themselves painful…a belief
that this is how to motivate people and get the best out of them” (Frost, 2007, p. 37). Not
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only does Frost (2007) attribute intentionality to toxicity, he also adds, “incompetence,
infidelity, insensitivity, intrusion, institutional forces and inevitability” (p. 36).
The work of Kusy and Holloway (2009), Lipman-Blumen (2005), and Frost
(2007), while focusing on the work of toxic leaders and how their behavior affected the
team, organization, and the toxic handler, did not place as much emphasis on the
individual who was the target of the behavior. This is where professional hurt emerges
and, consequently, my study places the spotlight on the effect of toxic and other negative
behavior as inferred from the experiences of professional hurt in the lives of leaders,
examining how professional hurt has affected their experiences and how they mobilized
resources to process their experiences. The intended outcome is to offer insights into how
professional hurt might be avoided, as hurt comes not only from other leaders, but also
from their direct reports, and to consider how these insights can inform leadership
development.
Organizational miasma. Organizational miasma is regarded by Gabriel (2006) as
“a theoretical concept” that is reflected in those organizations for which “the employees’
fighting spirit is paralyzed” and they have lost any desire to resist the feelings of being
“unsuccessful and unclean,” (p. 2) while not being able to avoid being plummeted into a
state of depression. Gabriel also explains that miasma is tied to the emotional and
behavioral experience associated with being constantly criticized, not just by others but
by one’s self, coupled with the attendant feeling that you cannot be “good enough” (p. 2).
I find Gabriel’s (2006) metaphors for organizational miasma quite morbid, as he
compares it to “a silent killer…a silent virus,” (p. 2) “polluted spaces where people are
either murderer or corpses” (p. 10). Nevertheless, he does clearly articulate the intensity
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of the hurt associated with the experience and creates a strong association and reminder
that the “hurt” associated with professional hurt is possibly like no other.
Gabriel’s (2006) work also provides a very vivid and profound account of his own
experience with organizational miasma, noting:
I was especially aware of the dramatic transformation of my sleeping patterns
during that period of my life. Sleep saturated by nightmares whose core theme an
imposter syndrome was revolving around inadequacy, exposure and shame. Acute
anxiety every morning. A desire to spend more and more time in the premises of
the organization along with an inability to do creative or original work while
being there. (p. 12)
I could readily recognize the similarities between the emotions and behaviors
Gabriel (2006) associates with miasma and some of those shared by the protagonists of
my case and pilot studies and my own experience with professional hurt. These included
feelings of being “unwanted,” “unsuccessful,” “inadequate,” and depressed along with a
loss of self-esteem and self-confidence (Gabriel, 2006, p. 10). I noticed, however, that
while the word “hurt” was never used with miasma, the emotions expressed are also
some of those associated with hurt.
It was also interesting to note from Livers and Solomon (2010) that despite
miasma typifying “an intangible phenomenon,” for those having the experience, the
effects are quite tangible (p. 150) as the assumptions dominant and non-dominant leaders
make about each group are evidenced in the “breakdown in trust, communication, work
relationships, and performance” that later results (pp. 150-151). However, the “intangible
and fluid characteristics” of miasma are more readily seen by non-dominant managers
while they remain hidden to the “dominant power structure” (p. 149). This coupled with
the ways in which organizations sometimes have institutionalized processes and systems
that facilitate practices that would tend to discriminate against the non-dominant group
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(Livers & Solomon, 2010), raise the question as to whether or not miasma can be
avoided. This is a question that this study also seeks to answer with regard to professional
hurt.
One could likely infer from Livers and Solomon (2010) when they speak of
“mitigating miasma,” “effectively managing miasma,” and “minimizing miasma and its
impact,” but not of “prevention,” that they are suggesting that organization miasma
cannot be avoided (pp. 152-153). Is this also true for professional hurt, given that the
societal conditions that give rise to this phenomenon are not too dissimilar to those for
organizational miasma? This question is also addressed in this study.
Workplace incivility. Workplace incivility, a notion central to another body of
work focusing on (emotional) harm people can experience at work, is defined by Pearson,
Andersson, and Porath (2000) as the violation of “a shared moral understanding among
… members of the organization that allows…members to cooperate” (p. 126). Incivility
is therefore evidenced in the cases of rude, disrespectful, and insensitive behaviors that
undermine relationships and mutual respect at work (Pearson et al., 2000). These
undesirable behaviors have been regarded by some as “an interpersonal matter of
inconsequential impact” and so need not get the attention of the organization (Porath &
Pearson, 2012, p. E328). However, studies have drawn attention to workplace incivility,
showing how it has “the potential to harm targets, their fellow employees, and their entire
organization, as well as their friends and family members,” and hence can no longer be
ignored (Pearson et al., 2000, p. 130).
The negative consequences of workplace incivility at the individual and
organizational levels, such as those reflected in the underperformance of employees and
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their organizations, have drawn attention to the existence of workplace incivility. This
might otherwise have been veiled in light of the lack of hierarchical status of those
directly affected by incivility (Pearson et al., 2000; Porath & Pearson, 2012). Acts of
incivility thus tend to be top down with instigators being, “three times as likely to be of
higher status than the target” (Pearson et al., 2000, p. 127).
This study is also intended to draw attention to the vicarious existence of
professional hurt, which, like workplace incivility, affects not only the leader who
experiences the hurt and humiliation, but also family, colleagues, friends, and direct
reports. Additionally, there are implications for the practice of leadership at the
organizational, national, and regional levels.
The literature seems to suggest, that what sets incivility apart from other acts of
hurtful behaviors in organizations is the inability to conclude whether or not there is a
deliberate “intent to harm or injure” associated with the cases of incivility (Pearson et al.,
2000, p. 126). The extent to which such ambiguity might be associated with professional
hurt is also a consideration for this study as it holds implication for how this phenomenon
is to be understood and treated.
The nature of hurt. Hurt is recognized as a powerful emotion, not only in the
ways it has been defined, but in the ways it is experienced. Vangelisti, Young, CarpenterTheune, and Alexander (2005) describe hurt as a “feeling that occurs as a result of a
person being emotionally injured by another” (p. 446). Leary and Springer (2001) seem
to confirm this, noting that in all the cases they looked at in their research, hurt feelings
showed up as the outcome of one believing that another person had made him/her to feel
less than what they had perceived themselves to be. Similarly, Shaver, Mikulincer, Lavy,

	
  

36
and Cassidy (2009), in making reference to what was central to events that lead to hurt
feelings, noted that it was primarily the event’s “capacity to destroy a person’s sense of
safety and security” (p. 98).
Leary and Springer (2001) also concluded that hurt “is a distinct emotional
experience” that cannot be interchanged with any other emotion, in as much as when one
feels hurt, they also experience other emotions such as “sad, angry, anxious, jealous,
lonely, or otherwise upset” (pp. 153-154). This is because that which prompts hurt
feelings also causes other emotional responses (p. 154).
It is also interesting to note that physical pain and the emotional pain of hurt can
rival each other in negative sensation, as they trigger activity in the same areas of the
brain (Lemay et al., 2012). Springer et al. (1998) while agreeing with Lemay et al. in this
regard, add that the pain associated with hurt feelings lasts much longer than that
associated with physical pain and can resurface even after a protracted period, when the
memories that caused the hurtful experience resurface (Leary et al., 1998).
Referring to one of their earlier studies (Leary et al., 1998), in which 168 persons
shared their hurtful experiences, Leary and Springer (2001) said they were able to
categorize the experiences into: “active disassociation, passive disassociation, criticism,
teasing, betrayal, and feeling unappreciated” (p. 158). Gabriel’s (2006) description and
experience of miasma fit all of the categories here identified by Leary and Springer
(2001) for hurt.
While Leary and Spinger (2001) did not mention depression as a distinct category
for emotional hurt, Gabriel (2006) did associate it with miasma, while Carter, May, and
Byrd (2012), on the other hand, suggested that hurt feelings can be the cause of
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depression while also negatively impacting a sense of self-worth. Carter et al. (2012) also
noted that a response to hurt can be self-blaming and internalization of the hurt. This also
relates to Gabriel’s (2006) mention of organizational miasma, not only resulting in an
employee feeling depressed, but also experiencing a loss of self-esteem and selfconfidence. These conclusions raise the question as to how emotional hurt might relate to
humiliation, respect, and dignity.
Hurt in relation to humiliation, respect, and dignity. Hartling and Luchetta
(1999) define humiliation as “the deep dysphoric feeling associated with being, or
perceiving oneself as being, unjustly degraded, ridiculed, or put down-in particular, one’s
identity has been demeaned or devalued” (p. 264). Here we notice that devaluation is as
much a part of the definition for humiliation as it was shared earlier for hurt, referencing
Lemay et al. (2012) and Leary and Springer (2001).
Coined the “humiliation components,” the humiliator, the victim, and the witness
comprise the relationship for humiliation (Hartling & Luchetta, 1999, p. 262). While an
individual might at one point or another serve in all of these three roles, it is usually the
role of victim that they tend to remember more readily. It is in the victim role, that one
experiences feelings of being “degraded, confused, powerless, paralyzed, ostracized,
violated, or assaulted” (Hartling & Luchetta, 1999, p. 262).
While one might only be a witness to a humiliating experience he/she is not
immune to the effects of the humiliation, even though the degree of the effect might
differ to that of the victim (Hartling & Luchetta, 1999, p. 262). The humiliator is also
affected, as he/she could be bolstered into a feeling of power. It seems to follow,
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therefore, that in spite of one’s role in a humiliating encounter; all are affected in one way
or the other.
While often times used interchangeable with shame, humiliation is regarded as a
distinct emotion. Stamm (1978) sought to explain this distinction, noting that shame “is
an effect accompanied by the feeling of having been exposed, dishonored, disgraced or
demeaned for having committed some unpardonable act” (p. 426). On the other hand,
one can experience humiliation “without being responsible for it,” as it results from the
actions of others (Stamm, 1978, p. 425). False accusations can cause shame as well, if
one feels powerless to expose the lie. But it might be fair to say that the distinction
between shame and humiliation is that you can create your own shame, but humiliation is
created for you (Trumbull, 2008).
While it is purported that individuals will do all they can to avoid experiencing
emotional hurt (Leary & Springer, 2001), it is also believed that they will make an even
greater effort to evade humiliation, to the extent that they could choose to die or “go to
war” as opposed to being humiliated (Klein, 1991, p. 96). A possible reason for this
might lie in the idea Statman (2000) posits that as human beings, the value we place on
ourselves is determined on the basis of how others perceive us and how they treat us. We
are humiliated when we are rejected or made to feel excluded, as this damages our “selfrespect” (p. 535).
Consequently, if we were to accept that respect is about being made to feel that
one is a “worthy human being” (Northouse, 2007, p. 351) and a valued and creditable
partner in a relationship (Bourassa, Cunningham, & Ashworth, 2011, p. 534), then it
stands to reason that one who is made to feel devalued, worthless, or rejected would have
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experienced a violation of their respect. According to Patterson, Grenny, McMillian, and
Switzler (2012), individuals who feel that their respect has been violated, will “become
highly charged” and will want to take actions in defense of their dignity (p. 79). Such
actions could likely include the decision to at all cost not allow themselves to experience
humiliation with the attendant feelings of “hopelessness and helplessness” (Torres &
Bergner, 2010, p. 200) and of being “blemished…stigmatized...belittled, put
down...degraded, dishonored…devalued” (Klein, 1991, p. 96).	
  
It is also evident from the forgoing that humiliation and respect share a
relationship with dignity as well as hurt. For not only can individuals who are
disrespected experience a loss of dignity, but one who is humiliated and by extension hurt
also experiences “injury to…dignity,” being “stripped of...dignity,” and feeling “robbed
of dignity” (Statman, 2000, p. 523).
The distinction between respect, self-respect, and dignity. Lawrence-Lightfoot
(2000) puts forward the idea that respect “is not something one can imitate, but
something one must embody” (p. 57). Thus she reasons that the quality of respect is not
evident in what one says, but in what one actually does. Accordingly, respect is central to
our personal and social lives and is sustained by individual and collective demonstrations
of respect (Lawrence-Lightfoot, 2000, p. 57). Lawrence-Lightfoot (2000) also explains,
that respect strives in an atmosphere that engenders, “support,” “trust,” “teaching and
learning,” and “questioning and risk” (p. 114).
Lawrence-Lightfoot (2000) also placed much emphasis on self-respect. Referencing
Joan Didion, Lawrence-Lightfoot (2000) noted, for example, that:
Self-respect has nothing to do with the approval of others…. To have that sense
of one’s own intrinsic worth which constitutes self-respect is potentially to have
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everything: the ability to discriminate, to love, and to remain indifferent. To lack
it is to be locked within oneself, paradoxically incapable of either love or
indifference. (p. 154)
Lawrence-Lightfoot (2000) explains that this idea of self-respect moves us away
from a need to be validated by others in order to feel respected. For when there is no selfrespect, it is usually “the distorted views” that others have of us that tend to matter most
(p. 155). However, Statman (2000) does assert that self-respect has everything to do with
the approval of others and suggests it is an “illusion” to believe “that individuals are
sufficient to bestow self-respect on themselves” (p. 535).
Consequently, Statman (2000) identified two concepts of self-respect; the
“subjective” and the “moral or objective” (p. 526). The subjective concept captures the
individual’s concept of self in keeping with his/her own standards of “worthiness” and
“excellence” (p. 526). The moral or objective concept, on the other hand, asserts the use
of “independent standards of worthiness” as the measure of an individual’s self-respect
(p. 527). According to Statman, self-respect would thus result from a combination of
one’s concept of self and that which others have of them.
The way in which Statman (2000) linked self-respect to dignity was also very
useful. He argued that as a consequence of self-respect being so closely related to the idea
of human dignity, we tend to reason that we are justified as humans to not only be
respecting of ourselves, but that others should also accord us respect also (p. 527).
Hodson (2001) seems to agree with this, as he described dignity as having “self-worth
and self-respect” and valuing the respect others accord us (p. 3).
The ideas posited by Shultziner and Rabinovici (2012) around the construct of
dignity are synthesized nicely by Mattson and Clark (2011) in concluding that, “dignity is
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socially constructed around the presentation of the individual’s self and the reciprocal
response of others” (p. 303). The relational thread that has spun our earlier consideration
of hurt and humiliation, does seem therefore to also be present with dignity. Indeed,
dignity seems bound up in not just ones sense of self in relation to the standards they
have established for themselves, but also in how they are treated by others (Sayer, 2007).
Sayer (2007) also purports that the showing of dignity is relational, as he notes:
to treat someone in a dignified way is not to ignore their vulnerability and
dependence on others, but rather both to treat them in a way which tacitly
acknowledge that vulnerability without taking advantage of it, and to trust them
not to use their autonomy in a way which would take advantage of our own
vulnerability. (p. 570)
The effect of job loss on one’s dignity is noted by Vickers and Parris (2009), as
they made reference to Sue Cartwright and Cary Cooper’s description of “the acute
problems experienced by people being laid off, including the extreme misery and sense of
rejection, especially given the importance and meaning that work often gives to people’s
lives” ( p. 62).
Vickers and Parris (2009) explained that for many, a job is more than “a source of
income” for it allows one to order his/her day, utilizing existing competencies and
developing new ones in addition to providing opportunities for “social contact,” pursuing
personal goals and purpose, and identifying who we really are (p. 62). In the absence of
meaningful work, individuals could experience “loss of identity; de-motivation and
boredom; uncertainty; lowered self-esteem; feelings of fear; loss of skills over time; loss
of confidence; and loss of feeling valued and useful” (Vickers & Parris, 2009, p. 62).
Some of these are the emotions and behaviors that have been associated in this chapter
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with hurt. It therefore stands to reason that not only can job loss be associated with a loss
of respect, self-respect and dignity, but it might also be associated with professional hurt.
This association was also inferred from Gabriel’s (2006) account of
organizational miasma as he seems to suggest that miasma is associated with
organizations undergoing change such as downsizing. Recounting his own experience
with miasma, Gabriel (2006) noted that it was at the time he was employed to “an
organization that went through a protracted period of painful change in leadership,
culture, structure and governance” resulting in “two thirds of the core workforce” leaving
in less than two years (p. 4). And while it appeared that he was not asked to leave the
organization as part of the downsizing, he was made to, as the experience forced him to
exit. Consequently, he referred to his exit as “an important and irreversible decision” and
“a positive act of will” that was both “difficult and painful” (p. 13).
P. J. Barrett and Brooks (1992) suggested that those “who are resilient to
humiliation” find the strength from within and not from others (p. 226). Considering that
Gabriel (2006) attributed all the responsibility for organizational miasma to the leaders
who he refers to as “cleaners” (p. 1) who will not remain unscarred by the experience, for
they themselves will later become the “deadwood and candidates for cleansing” (p. 8),
the leader is then seen as both the villain and victim in the miasmic organization.
A Case for Leadership Development in the Public Service
How then does one build resilience in the face of deep emotional hurt,
humiliation, disrespect, and loss of dignity? How can leadership development programs
help leaders to develop the inner strength to prevent professional hurt in the course of
leading change? Indeed, these are important questions for consideration in relation to
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leadership in the public services of the Commonwealth Caribbean, and will be addressed
through the main research and subsidiary questions of this study in Chapter V.
Additionally, these questions serve to underscore the need for a focus on leadership
development.
As noted by the Caribbean Leadership Project (2012), the much researched
emphasis on the value and worth of “adaptable and resilient public service organizations”
continues to elude the Commonwealth Caribbean, as the “old paradigms of leadership
that support centralized decision-making and individual ownership, power and control”
continue to prevail (Appendix 12, p. 6). Encouragingly, some public sector leaders
(namely permanent secretaries) have been articulating their need for leadership
development and that of the senior management team, in order to meet the requirements
of a changing public service (Larson & Coe, 1998).
Permanent secretaries have even concluded, that “their advanced degree studies,”
while serving a purpose, do not equip them with the new competencies that are required
for leading in the “large and complex organizations” (Caribbean Leadership Project,
2012, p. 23) that the public services of the Commonwealth Caribbean have become.
Based on a Commonwealth Association of Public Administration and
Management (CAPAM) survey he conducted and reported on in the Public Service
Development: Retrospection and Projection Report (2002), Gordon Draper (2003)
identified leadership development “as one of the most critical challenges...that public
services will face” (p. 122). These findings supported those of a Commonwealth
Secretariat training needs assessment of the Public Service of Barbados in 2000, in which
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Draper (2003) identified a number of weaknesses that he concluded “all relate to
leadership issues” (p. 126).
Draper (2003) also referenced surveys that were conducted in countries such as
Grenada, St. Kitts and St. Vincent, and the Grenadines confirming that leadership was a
“critical skills gap for senior public service managers in the region” (p. 128). Draper
therefore recommended that leadership should be identified as one of the competencies
that are to be addressed with highest priority.
While the need for leadership development in the Commonwealth Caribbean
public service has been underscored, its implication for professional hurt might not be so
readily discerned at this point. However, this will become more obvious in the remainder
of this chapter as I examine in more detail the process of leadership development and the
use of storytelling as a methodology for its facilitation. Nevertheless, Kusy and Holloway
(2009) make a most meaningful connection that could easily be applied to professional
hurt by noting that, “Leadership development programs are an excellent way to educate
leaders in strategies for preventing toxicity and fostering respectful engagement”
(pp. 195-196).
Leader Development Versus Leadership Development
One of the first things I noticed as I became more attuned to discussions on
leadership was the extent to which individuals tended to use leader development and
leadership development interchangeably. In answering the question “is it leader or
leadership development,” Riggio (2008) referenced the work of David Day (2000) in
establishing that:
Leader development focuses on the individual leader and increasing his or her
capacity to lead through the acquisition of skills, self-awareness, and motivation
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to lead... Leadership development, on the other hand, focuses on the collective
leadership capacity of the organization - how leaders and followers together
increase the shared leadership capacity of the group or organization. (p. 385)
From Riggio’s (2008) definition, leader development is directed at the specific
development needs of the individual leader and might or might not have any specific
relationship to the leadership capacity and capability development needs of the
organization with whom the leader is associated. On the contrary, leadership
development is organization specific and hence the leadership competencies that are
addressed in the development interventions are “driven by the strategic goals of the
company” (Riggio, 2008, p. 385).
Dalakoura (2010), in adding his own voice to distinguishing leader and leadership
development, quoted O’Toole (2001) as saying, that when we ask “what qualities do we
need to develop in leaders?” we are speaking to leader development. And we are thinking
of leadership development when we ask, “what qualities do we need to develop in our
organization?” (p. 433).
McCauley, Velsor, and Ruderman (2010) in differentiating between leader and
leadership development also agree with Dalakoura (2010) and Riggio (2008) that these
were not two mutually exclusive events, as leader development is but just “one aspect” of
the leadership development process (p. 20). However, McCauley et al. (2010) share a
perspective on leadership that further heightens an understanding of the relationship
between both leader and leadership development.
McCauley et al.’s (2010) idea of leadership is that it constitutes the tasks of
setting direction, creating alignment, and building commitment. Viewing leadership in
this way means that the focus of leadership development is on how, collectively, the
organization’s culture generates “direction, alignment and commitment” through the
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ongoing opportunities for individuals to have the experiences, that provide challenge,
support, and performance feedback, which are fundamental to “developing individual
motivation and skill” (McCauley et al., 2010, p. 24).
Dalakoura (2010) advocated a somewhat similar view, indicating that “both
leader and leadership development should be…in alignment with the broader goals and
strategy of the organization” (p. 433). Riggio (2008) also promoted “shared leadership”
through the empowerment of everyone in the organization (followers and leaders alike),
toward the recognition of their collective ownership of the organization. He therefore
suggested, as did Dalakoura and McCauley et al. (2010), that leader development
continue to constitute a most important feature of organizations and their leadership
development efforts.
Methodologies for Leadership Development
Facilitating leadership development programs, however, is far more challenging
than leader development, and thus cannot be facilitated through “traditional, classroomtype training programs” (Dalakoura, 2010, p. 438) only, but rather through a variety of
approaches that allow one to learn from their experiences and those of others.
Indeed, a suite of learning methodologies is being used to facilitate leadership
development programs. In preparation for this study, I reviewed 21 empirical studies,
identifying the methodologies used for leadership development. From these 21 studies, I
identified 39 methodologies that were used across the leadership development
interventions highlighted. Twelve of these were used in two or more of the studies
reviewed. They are coaching, action learning, reflective journaling, lecture, group
activities, experiential activities, work-based projects, discussion forum, 360 degree
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feedback, mentoring, leaders’ life stories, and storytelling.
Coaching as a leadership development methodology, was the most popular among
the 21 studies, as it had references in seven of the studies, while action learning had four,
as was the case for storytelling and leaders’ life stories when combined.
The variety in the methodologies being used for leadership development
interventions does indicate a growing recognition that the traditional classroom/lecture
type approach to training and developing will not suffice. The Caribbean Leadership
Development Project, for example, indicates that from the learning needs assessment they
conducted to inform the Project’s leadership development program, interviewees shared
that the “traditional approaches to training and development have generally bred
dependency” as against empowerment (Caribbean Leadership Project,2012, p. 22).
McCauley et al. (2010) purported that the varying expectations, roles, and context
in which leaders are being required to lead, cannot afford any single way of leading or
any one approach to their development. From their studies of “how managers learn, grow,
and change throughout their careers,” (p. 2), McCauley et al. have ascertained that it has
been through varied challenging personal and professional experiences, relationships, and
training programs.
It is also instructive to note Jackson and Parry’s (2008) claim that who we are as
leaders is learned largely through experiences. This could account for the self-directed,
experiential, and reflective leadership development approaches that are becoming more
favored, such as coaching, action learning, and storytelling/life stories. For they allow us
to learn not just from own experiences, but from the experience of others as shared
through their stories.
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The Value of Storytelling as a Leadership Development Methodology
The idea of storytelling as an approach for leadership development might be
interesting and yet impactful for the Commonwealth Caribbean context, given the
region’s long oral tradition and the place storytelling has had in our “dominant African
cultural roots” (Tann, 1987, p. 21). Oral narrative performance is said to have been as
much a means of community entertainment as it was for the preservation of history about
slavery and the history of those who escaped (Tann, 1987).
I have long loved storytelling and my father was for me the consummate
storyteller. He seemed to have had a story for any and everything. He had the stories to
entertain, the stories to instill values, the stories to encourage, and the stories to
discipline. As a child I marveled at just how many stories he knew, but as I got older, I
recognized that being the leader he was, he developed the stories as he went along and as
the lessons to be taught were dictated.
I believe my experience is not unique when considered in relation to the
approximately 92% of the Jamaican population that is predominantly of African descent
(Statistical Institute of Jamaica, 2012) and the rest of the Commonwealth Caribbean,
which carries a similar demographics with the exception of Trinidad and Guyana. For
included in the folklores that were shared with us, and we have in turn shared, were those
about Anansi the spider.
The figure of Anansi has reputedly been preserved in the stories told to the
children of slaves who brought their folklore with them from West Africa, and thus he
“became the central theme of…storytelling” (L. E. Barrett, 1976, p. 33). In the stories,
Anansi is known for his deceit, slyness, and cunning. However, he is revered for his
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ability to get out of the most difficult situations and despite the most formidable stature
and power of his opponents, as one who knows how best to survive (L. E. Barrett, 1976).
As we reflected on the moral of the Anansi stories, we were taught never to give up. For
once we had the will we would find the way, using our own agency and creativity as our
national heroes did, taking us from dependent colonies to independent and developing
small island states, thus creating their own stories.
In addition to the dominant place storytelling holds in our Caribbean culture, the
use of stories as a leadership development tool has been established by scholars. J. Turner
and Mavin (2008) in their study, “What can we learn from senior leader narratives? The
strutting and fretting of becoming a leader,” share the view that a leader can be developed
into being an authentic leader, as he/she experience leadership through the life stories of
other leaders. They purport that it is not just the leaders who are analyzing the life stories
that benefit, but also the leaders who are telling their life stories. For the process of telling
the story allows for reflection on both the part of the leader who is sharing and the leader
who is listening, so that they each can make meaning of who they are as a leader (J.
Turner & Mavin, 2008).
Kaminski (2003) also supported the value of storytelling, noting that those telling
their stories gain from the opportunity it provides them to examine their experience and
become confident in their ability to triumph over the “struggles,” while others in
identifying with their story are encouraged that they too can have similar outcomes.
J. Turner and Mavin (2008) recommended the facilitated use of life stories so that
the process allows for personal reflection as a great approach for leadership development
programs. Such a guided process is also spoken of by Kaminski (2003) in a step-by-step
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approach that draws on her personal experience delivering a leadership development
intervention for women. From a pre-selected set of stories that Kaminski (2003) refers to
as the “analytic stories,” (p. 70) a story is shared and later linked to a particular model of
leadership. The analytical story is discussed to see how it relates to a model of leadership.
Participants also share their own stories that depict their leadership journey with an
emphasis on a particular experience (Kaminski, 2003). At the end, participants are
facilitated to not only identify the central meaning of the “analytic stories,” but they are
also called upon to identify what for them was the learning from the individual stories
they shared.
Kaminski’s (2003) approach demonstrates the experiential and methodological
process that attends the use of storytelling for leadership development. Not only are
participants afforded the space and time to reflect and learn from their own stories and
that of others, but they are supported in using the process to anchor their understanding
and appreciation of the leadership models/theories that underpins a leadership
development intervention.
Like Kaminski (2003), Forman (2007) also appreciates storytelling as a
methodology for learning and development. Working with a different participant
grouping to that of Kaminski, Forman (2007) recounted his experience teaching
communication to MBA students as a component of a larger course that included
“corporate strategy, communication, and leadership” (p. 371), and for which he used
storytelling as the methodology. Like Kaminski, Forman also took a very guided and
reflective approach as he had his students address prompts such as:
§
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§
§

If you think of yourself as a storyteller presenting the next stage of
development for a firm-rather than as disseminator of data presented on
PowerPoint slides – what impact are you likely to have on this audience?
How is your story one of exigency - of your company’s need to act in new
ways now in light of its strengths and weaknesses, opportunities and
threats? (p. 372)

Storytelling as a methodology for developing leaders is therefore neither informal
nor unstructured, so as to be regarded “as soft or insufficiently serious” (Tyler, 2007,
p. 572). Both Kaminski (2003) and Forman (2007) in using storytelling as a methodology
for leadership development demonstrated this, while also establishing that the real worth
of the methodology is in participants being given the opportunity to deeply reflect, learn,
and create value for themselves from the experiences.
The value that stories allow us to create is central to why I wish to access the
experiences of professional hurt through the stories of those who have experienced the
phenomena. Consequently, I examined stories as I discussed in detail my methodological
approach for this research in Chapter III.
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Chapter III: Methodology
My dissertation investigates the themes of professional hurt and its relation to
leading change in the practice of public service leadership in the Commonwealth
Caribbean. It also seeks to offer the kind of insights that can inform leadership
development programs and help develop leaders to mitigate professional hurt.
Given the exploratory nature of my research and the sensitivities associated with
the phenomenon under study, I chose a blend of methodological approaches that I believe
would make beautiful meaning of what might otherwise be seen as an ugly experience.
This “intentionally generous and electric process” is intended to help surface “good and
healthy” meanings from leaders’ experiences that have been “laced with imperfections”
and hurt (Lawrence-Lightfoot & Davis, 1997, p. 9). I believe that the best way to acquire
the requisite knowledge to realize this purpose is through the stories of those who have
experienced professional hurt.
I also saw a connection between the life stories I wanted to elicit and the
storytelling methodology that I believe would work best as a leadership development tool
in the Caribbean, as it brings real life experiences from real leaders to readers generally
and other leaders more specifically. Consequently, stories seem to be an excellent way to
investigate what professional hurt means and how it is being overcome.
I thus utilized a qualitative research methodology that had a storied approach to
focusing on the lived experiences characterizing biographical research, drawing from the
respectful and positive approaches to listening and interviewing that are associated with
narrative research. I also utilized the analytical tools provided by narrative thematic
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analysis so that as the researcher, my “primary attention is on what is said, rather than
how, to whom, or for what purposes” (Riessman, 2008, pp. 53-54).
Stories Are a Good Basis for Understanding Professional Hurt
Regardless of what our life experiences might be, we leverage their true worth
when we share them in stories. For it is in the telling of our stories and associating them
with other stories that our experiences make sense to us and we get a better understanding
of who we are and become empowered in the process (Souba, 2006). Gabriel (2006) also
advocates that it is at the end of telling one’s story that we come to realize that we are not
necessarily the same person we were at the beginning of our story, for in the process of
sharing our story, we get the opportunity to analyze our experiences and gain new
insights into why we do what we do, who it is that we really are, and what and who might
account for this.
Indeed, stories are powerful tools for causing us to “reflect and learn,” as “a story
doesn’t tell you what to do,” but facilitates the kind of reflective discourse that leads us to
our own conclusion and motivates us to pursue the required change in behavior
(Wortmann, 2008, p. 136). While the act of “telling a story is not therapy,” in the process
of telling our story, we can get a clearer understanding of our experience, our feelings,
and what the experience meant for us (Atkinson, 2002, p. 128). Souba (2006) also
alludes to the idea that in telling our stories, we are enabled to face our experiences
despite how impossible it might seem and as a result, we are able to “work
through…painful situations,” while gaining a more fulsome appreciation of who we are,
what our values are and what it is that we value most (Souba, 2006, p. 161). Stories thus
provide a good basis for understanding professional hurt.
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Stories of professional hurt like any hurtful and painful story can provide great
opportunities for learning and growth when shared (Yip &Wilson, 2010). In their crossnational study, Yip and Wilson (2010) found that successful leaders, when asked to
reflect on their careers and on what had the most positive influence on their leadership,
included the “adverse situations they endured” (p. 63). Adverse situations for these
leaders meant those events that they considered to have been out of their control and
could not have envisaged or planned for.
But whatever the cause of the adversity, whether it was from “career setbacks,
such as being downsized or fired or passed over for a promotion…job loss,” Yip and
Wilson (2010) asserted these are “powerful crucibles for leader development” (p. 79).
This is because adverse situations compel one to look inward and carefully examine self
with a view toward surfacing who it is that we really are as a person and how this might
limit us as well as influence how we generally treat fellow humans and issues. Over time,
this reflective process provides us with the depth of knowledge and understanding from
which we learn “resilience and integrity…compassion for others, and a more balanced
approach to life” (Yip &Wilson, 2010, p. 79).
Bennis and Thomas (2002b), in their study Geeks and geezers, which included
both men and women, found that the ability to give constructive meaning to adverse
events was crucial to the success of leaders. But as is the case with Yip and Wilson
(2010), Bennis and Thomas (2002b), while choosing not to explicitly define success, do
seem to imply that the participants in their study were successful because of having been
able to make meaning out of their difficult experiences and thus they changed and grew
as leaders and individuals. As a result, Bennis and Thomas (2002b) concluded, that,
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The ability to learn is a defining characteristic of being human; the ability to
continue learning is an essential skill of leadership. When leaders lose that ability,
they inevitably falter. When any of us lose that ability, we no longer grow. (p. 1)
Souba (2006), making reference to how it was that “Martin Luther King
witnessed enormous prejudice in his life, but was able to use these experiences to
articulate a vision that inspired others” (p. 160), reminds us that leaders telling their
hurtful life stories are not the only ones who will benefit from their experiences. And the
same could hold true for professional hurt.
Sutherland (2010) also recognized the valuable learning opportunity sharing one’s
adverse experience through story provides for others. In his book, Inspire the leadership
genius in you, Sutherland (2010) noted that he was telling his story to “help…the reader
understand the nature of a leadership crucible and how it impacts and shapes your life”
(p. 11). He therefore invited his readers to learn from his experience, his “leadership
crucible,” noting that crucible experiences “are great teaching experiences” from which
one can take “inspiration, strength…wisdom” and “resolve, and suggesting that “leaders
who go through such moments are tested to the core of their being” (pp. 100-101).
Sutherland (2010) also purported as did Yip and Wilson (2010) that the learning
opportunity comes, however, through a reflective process that unearths life lessons and
the associated changes that need to be pursued as the leader goes forward (p. 13).
Given that Sutherland (2010) is a Jamaican and consequently a Caribbean native,
his voice and example here are particularly valuable. He could be seen as supporting
storytelling as a methodology that might serve well as a leadership development approach
in the Caribbean. Additionally, I have inferred from Sutherland that my desire to listen to
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Caribbean leaders share their account of their experiences and what they and others have
learned is a good basis for understanding professional hurt.
Indeed, stories did present a compelling case for being a good basis for
understanding professional hurt. Given that biographical research has a storied approach,
I decided that it would perhaps be the best umbrella methodological approach for this
study to access the experiences of professional hurt.
Biographical Method for Accessing the Experiences of Professional Hurt
While stories have traditionally been used throughout societies and across
generations as a vehicle for sharing “collective histories, values and prescriptions for
living” (Merrill & West, 2009, p. 16), it has not always been recognized and respected in
academic research. The tendency has been toward research that is “rooted in
experimentation and observation…and in quantification and statistically validated
prepositions” (p. 17). The biographical method with its foundation in oral tradition and
history was thus seen along with other narrative approaches as too
“subjective…amorphous and unreliable as evidence” (p. 3).
Nevertheless, biographical research has been gaining respect in academic circles
and the social science field in particular (Merrill &West, 2009). This is considered in
large part as a result of the major economic and cultural changes that have been taking
place, “including the rise of feminism,” which has generated much interest and action
around the need for “self-definition” (Merrill &West, 2009, p. 3). Biographical research
allows people to be active participants in studying and understanding their own world and
their role in it, and to be questioning of the place they hold (Merrill &West, 2009). It
allows the research to make use of a person’s story so that s/he can “make sense” of their
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life and that of others within a “social, psychological and…historical” context (Merrill &
West, 2009, pp. 10-11).
Biographical research was thus seen as a good methodological fit for my study, as
it would allow for the full utilization of the stories of professional hurt. It would allow
participants to read their stories and my analytical interpretation of their story in relation
to others and in so doing get introduced to perspectives they might not have considered
before. As a result, participants could be made to “feel ‘seen’...fully attended to,
recognized, appreciated, respected, and scrutinized. Feel both the discovery and
generosity of the process as well as the penetrating and careful investigation” (LawrenceLightfoot, 2005, p. 6). I would therefore be able to have my dissertation give constructive
meaning to a negative experience for which there is yet no known research.
Consequently, in-depth interviews were used to elicit the stories of professional
hurt in accordance with the planning, interviewing, and transcribing stages of the
biographical interview process as identified by Atkinson (2002).
The research participants. Public sector leaders past and present from across the
independent Commonwealth Caribbean Islands, were invited to share experiences that
made them feel humiliated and/or experienced deep hurt that had a profound impact on
their identity as a professional and a leader. This approach is described by Schwandt
(2007) as a “theoretical or purposive strategy,” whereby the participants are “chosen
based on their representativeness of some wider population” and “for their relevance to
the research question” (p. 269).
In light of what the literature reviewed and my own case and pilot studies seem to
suggest about who experiences professional hurt, where and what it could come from,
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and the depth and magnitude of its impact on the leader, I recognized that research
participants would need to be assured of my trust in order to share their stories with me.
Consequently, I emailed letters of invitation to public sector leaders across the 12
independent Commonwealth Caribbean Islands who I had met before or who had been
referenced by those I am acquainted with.
As another means to have participants’ full trust in the process, they were asked to
sign an Informed Consent Form (Appendix A) prior to sharing their experiences. The
form included the anonymity details and their options for addressing any ethical
questions or concerns arising from their participation in the study.
Having participants’ informed consent also recognized the need for them to be
confidently candid in sharing their experiences, so that it accurately informed an
understanding of the nature of professional hurt. Anonymity would allow me to have the
freedom to be critical in my interpretation of the findings as the researcher, in view of
their usefulness for leadership development.
Twenty leaders representing nine of the Caribbean Islands accepted the invitation
to participate in the study. Research participants served in the public sector for periods
ranging from three years to 41 years and at the two top levels of the administrative
bureaucracy (Level One and Level Two). Positions reporting directly to the prime
minister, a minister of government, or an advisory committee/board are considered in this
study to be those at Level One, while Level Two are those leaders reporting to a Level
One position.
Thirteen of the 20 leaders are still employed in the public service in nine
Commonwealth Caribbean countries. However, one had been asked to terminate a 30-
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year tenure with the public service, but six months later re-joined to serve in a different
capacity. Of the seven participants who are no longer engaged in the public service, four
have retired. Two had their contracts terminated and one was asked to resign. However,
only two of those who retired had actually reached the retirement age of 60 years. The
other two requested early retirement.
While Table 3.1 below provides further details on the research participants, it is
still very limited in the amount and specificity of the information shared, such as their
actual positions and their public sector organizations and countries. This was done in a
deliberate attempt to ensure that there can be no association made with the participants,
as the small size of their countries and the distinctive nature of their public service roles
would make them easily identifiable and therefore put their anonymity at risk in spite of
their names not being used anywhere in the study.
Table 3.1
Research Participants
Leadership Levels
Level 1

17

Female

12

Years Spent in the
Public Service
1-10 years
1

Level 2

3

Male

8

11-20 years

7

21-30 years

3

31-41years

9

Total
Participants

20

Gender

20

Current Status
Employed in the Public
Service
Retired

13

Resigned or Services
Terminated with the Public
Service

3

20

4

20

The interviews. At the time of preparing for this research, I was fortunate to have
a professional opportunity available to me that allowed me to pursue a training course in
coaching. I sat through 40 hours of online solution focused coach training for Module
One of The Art and Science of Coaching accelerated learning program with Erickson
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Coaching International. As a result, my listening skills improved and I also realized how
much better prepared I felt for the sensitivity needed when eliciting stories of painful
experiences. My participation in the course was inspired by my review of the literature
and the experiences I had conducting the case study on professional hurt. From these I
recognized that given the phenomena I was going to research for my study, I would need,
as the researcher, to be able to artfully and sensitively navigate the relationships and the
conversations with the research participants, not dissimilar, at points, to how a coach
engages with a coachee. For as explained by H. Kimsey-House, K. Kimsey-House, and
Sandahl (2011), a coach’s conversation is:
An exercise in listening intently at many levels and, of course, choosing to
respond to intervene. The information about what to say or ask does not come
from a script. It comes in the moment, in this moment, and then the next moment.
(p. 6)
Similarly, Merrill and West (2009) explained, “good interviewing requires attentiveness
to moment and context, to the emotional tone and qualities of a situation and how this can
help or hinder our work” (p. 114). For the research, I did not, however, draw from the
coach training beyond listening and interviewing skills.
At the commencement of the interviews, which were all conducted electronically
and recorded, I asked each research participant a single open-ended question designed to
have them tell their story (Merrill &West, 2009). Participants were asked to share an
experience or experiences wherein they felt humiliated or experienced deep hurt that had
a profound impact on their identity as a professional and as a leader.
I had also prepared a few structured questions prior to the interviews, informed by
the dissertation research questions. However, I did not hold slavishly to them, so as not to
limit the interviews’ conversational flow. Preparing the questions in this way, was in
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keeping with Kvale’s (1996) approach to using “a systematic form of questioning,”
which requires the development of a series of questions prior to the interviews (p. 132).
Throughout the interviews, I modified and/or discarded some of the questions, so
as to give structure and purpose to the interview, while allowing it to proceed “like a
normal conversation” (Kvale, 1996, p. 131). Being so prepared boosted my confidence,
which also grew with each successive interview. I thus felt confident enough to give
greater attention to what the research participants were sharing, as I was not “distracted
by what to ask next and how to ask it” (Charmaz, 2006, pp. 29-30). Consequently, I was
able to seize the opportunities to further explore with the research participants through
the use of questions developed from what they were sharing.
I deliberately sought to ensure that the questions asked would invite participants
to be open in sharing their experiences. And so for those questions that may seem
intrusive, I made sure to share with participants my purpose for asking and so secured
their understanding as to how and why they were relevant to the conversation. I also
sought to match my questions with my pace, tone, tempo, pitch, body language, and
value words to sustain rapport throughout the interview (Erickson International, 2012). I
also used questions to surface “clarifying details” and “accurate information” that would
further enhance my learning “about the research participant’s experiences and
reflections” of professional hurt (Charmaz, 2006, p. 26).
While I initially scheduled one interview with each research participant, it became
necessary to have short follow-up interviews with a few research participants, having
noted gaps in the data following the initial process of sifting through and clustering the
data.
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Transcribing the interviews.	
  All the initial interviews were recorded. This not
only afforded me the opportunity to revisit the conversations as necessary, but also
prevented me from having to take extensive notes throughout the interviews.	
  
Each interview was transcribed in full by a recommended transcriptionist outside
of the Caribbean. Transcripts were produced ranging from 12 to 85 pages, each capturing
how participants chose to relate their experiences.
Using a transcriptionist who had been recommended by someone who had used
the services was a deliberate attempt to ensure that the major goal in transcription was
realized for the research. This was “to ensure accuracy of meaning, to capture the
meaning conveyed in the words used by the storyteller” (Atkinson, 2002, p. 134). A
recommended transcriptionist also served to guarantee confidentiality and the timeliness
with which the transcriptions would be made available following each interview. I also
felt that using a transcriptionist who was not located in the Caribbean, would also provide
research participants with another reason to be reassured of their anonymity.
Transcribing the entire interviews allowed for all the data to be utilized as the
transcriptions are coded and recoded generating new and different ideas for the research
(Charmaz, 2006). However, I did use the limited notes I made during the interviews to
add to the transcription, recognizing that as the researcher, I needed to balance the
participants’ stories of their experience with professional hurt, with my own summary
“description of what was said, done, or intimated” (Atkinson, 2002, p. 123).
Narrative Thematic Analysis
Given that my research is exploratory, I wanted to remain open to changes in my
working definition of professional hurt and to be able to define this phenomenon more
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clearly, as I work with the broadest of sample. In this regard, narrative thematic analysis
appeared to be the best fit with biographical research, to “understand and represent
experiences through the stories that individuals live and tell” (Lemley & Mitchell, 2012,
p. 215).
While the narrative thematic approach appeared at first to be “intuitive and
straight forward,” it actually proved to be an analysis process that was most “methodical
and painstaking” (Riessman, 2008, p. 73). I utilized the six-phased process of analysis as
described by Wikipedia, (2013) and the University of Auckland (2013), giving focused
attention to:
1. Familiarization with the data
2. Coding
3. Searching for themes
4. Reviewing themes
5. Defining and naming themes
6. Writing up (University of Auckland, 2013, pp. 1-2)
Familiarization with the data required that I read each transcript several times.
And indeed, I noted with each subsequent reading of each transcript that there were
aspects of the data that stood out in a way that it never did at the initial read. I also
noticed that an idea that surfaced in one or more transcripts had me rereading other
transcripts to see whether or not there was a pattern developing that I had missed in my
earlier readings. It was thus my need to fully attend to the experiences and feel
“intimately familiar” (University of Auckland, 2013, p. 1) with each of the participants’
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stories that I chose not to use Nvivo or any other like tools to electronically code the
research data.
Coding the research data was done using the inductive approach. Consequently,
transcripts were read, reread, and coded to ensure direct alignment to the data (University
of Auckland, 2013). The emergent codes therefore reflected the feelings, reactions,
perceptions, and views of the research participants. I remained mindful throughout the
process of coding the data, that “the research participant’s voice and story are her or his
truth,” and so as the researcher it was my role to present their truths (Lemley & Mitchell,
2012, p. 222).
I was, however, able to maintain my researcher’s stance and not miss relevant
information during the coding process. This I believe might have been due to my being
an insider to the public service environment in the Commonwealth Caribbean (and from
which the participants for the study are drawn), in addition to having had to process my
own experience with professional hurt. I could therefore identify with the data and
recognize its relevance. Nevertheless, I still sought to guard against any possibility of this
happening, by not allowing my own preconceived ideas to play too much of a role, but
have the research data dictate the codes and focus of my analysis.
I commenced the process of coding with the creation of tables in which I recorded
similar words, phrases, and sentences that came from reading each transcript and which
seem to have had a direct bearing on understanding professional hurt. Riessman (2008)
regards this as the stage where “the researcher zooms in, identifying the underlying
assumptions in each account and naming (coding) them” (p. 57). The table also included
columns that noted the details of transcripts from which the coded information was being
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taken, so as to allow for ease of reference when I would later use direct quotes to explain
the emergent themes in my summary analysis.
I coded one transcript at a time in keeping with Riessman’s (2008) account of
thematic analysis, which noted that “the investigator works with a single interview at a
time” (p. 57). In the process of coding, I also journaled the questions that were surfacing
and the interpretations I was making in relation to the data. The process of journaling
continued throughout the remaining stages of the data analysis process and provided a
good basis for reflecting deeply on what the data was saying or was not saying.
Searching for themes was my third step in the analysis process. To this end I
ordered the contents in the tables in keeping with what was being repeated across
transcripts. Being able to identify “common thematic elements across research
participants, the events they report, and the actions they take” (Riessman, 2008, p. 74)
also made this data analysis approach fitting for my study because it allowed the meaning
given by the 20 research participants to their experiences of professional hurt to facilitate
the development of a theoretical understanding of the phenomenon.
At the initial stage of sifting through and clustering the data, in search of
emergent themes, a total of 28 themes were identified. Gaps in the data were also
identified. These gaps were captured in my existing journal and became the basis for the
questions asked in the short follow-up interviews that were conducted with some research
participants.
Reviewing the themes followed my filling in of the gaps in the study data from
the additional interviews. This review led to a further refinement of the 28 themes over
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several iterations of categorizing. Themes were thus collapsed, refined, and narrowed,
from 28, to eight, and then a final six.
Defining and naming the themes was the fifth phase of the study’s analysis, which
is reviewed in Chapter IV. As recommended in The University of Auckland’s (2013)
paper on thematic analysis at this phase , I developed, a “detailed analysis of each theme,
working out the scope and focus of each…deciding on an informative name for each
theme” (pp. 1-2), toward building a theoretical understanding of the experiences of
professional hurt.
Participants direct quotes are fully utilized at this stage for the reason Lemley and
Mitchell (2012) gave, namely that, “the richness of detail in the participants’ quotes
conveys identity more powerful than any interpretation” and consequently, the
participants are allowed to occupy their rightful role as the “primary teller” of the story
(p. 222). The interpretations readers thus make are of the “participant’s story instead of a
researcher’s interpretation” (p. 222).Consequently, readers generally and leaders more
specifically are quite likely to identify themselves in the narrative shared.
Writing up is the phase in the narrative thematic analysis at which the full analysis
is pulled together, interpreted, and recorded in relation to existing literature (University of
Auckland, 2013) and toward providing a full response to the research questions. This
phase is also said to result in “a thick description of the results” (Wikipedia, 2013, p. 5).
This phase is reflected in Chapter V of the study.
Perceived Challenges and Ethical Considerations
“The research participant’s voice and story are her or his truth. The researcher’s
goal, then is to present the truth according to the research participants” (Lemley &
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Mitchell, 2012, p. 222). One might believe from Lemley and Mitchell’s statement, that a
possible challenge a narrative researcher could quite likely encounter, is having their
analysis reflect their own perspectives as against that of the participants.
I therefore applied “restraint” so as to recognize the value of weaving in just
“enough” of my experience into the analysis to reflect “the filter” I was using for the
“interpretation of the data,” and to ensure the objective of the research remains the
primary focus (Lawrence-Lightfoot & Davis, 1997, p. 96). Readers can thus read this
study and be fully cognizant of my stance as the researcher, while utilizing their own
lenses to examine the data and arriving at their own understanding (Lawrence-Lightfoot
& Davis, 1997). It is in this way, Lawrence-Lightfoot and Davis (1997) noted, that the
reader profits not only from the experiences of the research participants but also the
researcher’s “autobiographical information” (p. 118).
I was committed to being nothing but ethical in sharing with research participants
through my letters of invitation, follow-up calls, and emails my real interest as the
researcher and my willingness to be taught through all that they were comfortable to
share with me, even if at the surface level they might appear to be “negative experiences”
(Lawrence-Lightfoot & Davis, 1997, p. 167). I believe I was clear in articulating that my
“intention is to gain a whole picture, not to do harm” (Lawrence-Lightfoot & Davis,
1997, p. 167) as evident in the 20 leaders who agreed to participate in the study.
I did recognize that the participants’ involvement in the research was a gift that
should not be trifled with or extracted at all cost and so I make every effort to have them
“feel comfortable saying no” to me the researcher (Lawrence-Lightfoot & Davis, 1997,
p. 156). Consequently, I wrote to all those who had declined my invitation to participate
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in the research, thanking them for their responses and indicating that I understood and
respected their decisions.
I believe I have made a conscious and deliberate attempt at moving away from the
social science practice of only focusing on what has not gone well and purporting that as
the researcher, I have unearthed the solutions for making things right (LawrenceLightfoot & Davis, 1997). I have sought instead to reflect the kind of inquiry that I hope
has caused what is positive, good, and great to shine through the stories I was privileged
to hear of professional hurt, while still recognizing the associated pain (LawrenceLightfoot & Davis, 1997). I do not believe that I was blindsided by all the hurt,
humiliation, disrespect, and loss of dignity that surfaced in the experiences leaders
shared, and which have been “so much a part of the texture” (Lawrence-Lightfoot, 2005,
p. 9) and tone of public service leadership in the Caribbean. I was also able to see the
stories of triumph over professional hurt and the personal and professional growth that
emerged.
Hurt, as the literature notes, is “unlike physical pain that, although intense, usually
subsides quickly, for hurt feelings often persist for a long period of time and can be
dredged up by memories even years after the hurtful event” (Leary et al., 1998, p. 1233).
Consequently, “once people have been hurt, they find it difficult to trust the person who
hurt them, and their wariness may generalize to other people and other relationships”
(Leary & Springer, 2001, p. 152).
I approached the interviews with this in mind, and so made every effort
throughout the process, to be “listening and responding” to the research participants in a
way that communicates to them that I am “understanding…their perspective, ideas,
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emotions...fears...pain” (Lawrence-Lightfoot & Davis, 1997, p. 146). I believe that from
this grew the participants, “increasing trust… and understanding” (p. 159) as they shared
their stories of professional hurt.
While I recognized the challenge that could likely result from my having to give
due attention to the feelings and emotions of the participants throughout the research
process and during the interviews in particular, I was cognizant also that I had to keep my
curiosity in check. I did not therefore yield to the temptation to pursue “probing
investigation and... prying that is invasive and presumptive” (Lawrence-Lightfoot &
Davis, 1997, p. 153) in a bid to satisfy my own curiosity and personal interest, all
unrelated to the objective of the research.
Indeed, I did encounter the ethical and conceptual challenges associated with
addressing the question as to, “How do we make sure that we maintain consistency
between our original intention and the final product, and that this is clear all the way
through?” (Atkinson, 2002, p. 132). However, I consciously ensured that I was not
derailed by anything the participants shared that was totally unexpected, and took care
not to indulge my own curiosity or painful experiences from my professional practice,
because of a point they made which might have been of interest to me personally, but was
immaterial to the research questions. For I did not wish to find that I “violate rather than
honor their covenant to do no harm” and take away from “the seriousness” of the
research participants’ experience, thus reflecting how easily I “can unintentionally be
injurious” (Lawrence-Lightfoot & Davis, 1997, pp. 167-168).
And so, both the leaders who share their experiences of professional hurt and
myself as a researcher, as well as those who will read the research, can in time view the
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experiences “as personal sacrifices in the interest of a superior goal” (Gabriel, Gray, &
Goregaokar, 2010, p. 1692), namely, leading the change for better public service
leadership in the Caribbean.
Limitations of the Study
It was a deliberate consideration in the research design to avoid giving the full
story of anyone leader for fear of disclosing their identity. The countries involved are
small worlds where “cases” involving political leaders linger in cultural memories. For
the same reason, I did not use codes or pseudonyms when drawing from the interviews,
as this could have enabled creative readers to combine quotes and reconstruct participants
as “a person” or “a leader.” Safeguarding the anonymity of the leaders honored their trust
and the risk they took when they stepped out and made themselves vulnerable by sharing
their stories. They participated in the research process with the intention to have their
experiences benefit others who are confronted with professional hurt. Trusting that their
identity would be protected, they shared their experiences freely and candidly thus
making their stories most valuable.
Nevertheless, it was not without fully appreciating that for readers, not being able
to see the full story of anyone leader might create credibility issues for them, as they
would be unable to string a story together. Hopefully, the reader appreciates that I used
“thick” descriptions of feelings and experiences. Ultimately, credibility is in the degree to
which those who have experienced professional hurt recognize themselves in the stories
of the participants.
While this is a qualitative research, I also sought at best to express some of the
data quantitatively and graphically, not just to appeal to the learning styles of the
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different readers, but also to demonstrate the efforts made to ensure the authenticity of
the findings.
While the data sample is sufficiently representative of 9 of the 12 independent
Commonwealth Caribbean countries and will suffice as an exploratory study, having all
12 countries included in the study might have provided for a fuller picture of the
similarities and differences in the causes, effects, impact, and implications of professional
hurt across the region, and so facilitate a greater level of generalizability. However, the
study nevertheless provides a good foundation on which future research can be built.
The study did not examine professional hurt in the context of individual
organizations within the public service to see if there were any similarities or differences
in the ways in which this phenomenon was perceived across organizations, and if one
public sector was more prone to professional hurt than another. Given that it is the first
study of its kind and with the sensitivities associated, it was challenging to be so surgical
in the recruitment of participants. However, the study has been able to establish
similarities across countries, even though it has remained general in the communicating
of this.
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Chapter IV: Research Findings
Introduction
Public Sector leaders past and present from across the independent
Commonwealth Caribbean Islands were invited to share experiences that made them feel
humiliated and/or experience deep hurt that had a profound impact on their identity as a
professional and a leader. Twenty leaders representing nine of the Caribbean Islands
accepted the invitation and their stories have been analyzed. The purpose was to explore
the themes of professional hurt that would allow for a first articulation, description, and
understanding of the phenomenon and its implication for the practice and development of
public sector leadership across the Commonwealth Caribbean.
The following summary analysis of the data presents the six emergent themes I
identified in the interviews. Each theme is presented with subthemes and illustrated with
thick narrative descriptions. Tables and figures are also utilized in analyzing the themes,
based on the frequency of patterns of behaviors and/or descriptors as identified across the
participants’ stories.
The Themes
The data analysis that follows represents the six leading themes that reflect the
ideas, patterns, assumptions, perceptions, responses, and subjective views from across all
20 participants’ stories. The themes emerged with subthemes that have fashioned the
presentation of the research data.
1. The Emotions
2. The Effects, Impact, and Implications
3. The Cause
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4. Navigating Their Way
5. Mitigating the Experience
6. Where Are They Now
Theme 1: The emotions.
I went from one extreme, from anger to depression, so it was a sort of roller
coaster of emotion. There was not one emotion that stayed with me all the time.
The above comment was made by one of the research participant as he shared his
story of a situation that made him feel humiliated and/or experience deep hurt that had a
profound impact on his identity as a professional and a leader. As the data reflected, his
comment also held true for the group of research participants.
The data revealed that each research participant felt a number of different
emotions ranging from 2 to 13 during their experiences. This resulted in a cumulative
total of 46 different references to emotions experienced across all 20 participants. Of the
46 emotions, 13 were shared by 2 or more of the participants, with hurt being the emotion
most prevalent across participants. This was followed by feeling angry, humiliated,
betrayed, and depressed, as illustrated in Table 3.2.
Table 3.2
Emotions Shared by Two or More Research Participants

	
  

Emotions

Number of Research Participants Sharing the Emotion

Hurt
Anger

17
8

Humiliated
Betrayed
Depressed
A Nobody
Anxious
Embarrassed
Insignificant
Isolated
Unworthy
Discarded
Upset

6
3
3
2
2
2
2
2
2
2
2
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Intensity of the emotions. In highlighting these emotions, participants also
commented on the intensity with which they were experienced and why. In explaining,
for example, how the handling of their separation from the organizations was a source of
hurt, and the degree to which they experienced this emotion, the following three
participants shared:
I was deeply hurt at the way in which that …was done, and so I left.…And
because people were starting to cast aspersions: “I wonder why he left. Is there
any corruption?” So I was very hurt, and it took me about a month to get over...,
to put it down…
So I spoke to the prime minister. It was a Friday and I was very hurt, very, very,
very hurt... I couldn’t even talk to him much. By the time I went down to the
cabinet secretary, I was crying.
So it really sort of left you feeling really wounded, really hurt…
Another participant explained why anger and betrayal was felt after being
overlooked for a promotional opportunity:
I made my personal sacrifices. And all these sacrifices are to an end, you know.
You want to make yourself more qualified, suitable for opportunities that can
arise. So I felt like I did all that. I made myself available for any additional side
orders that could be requested of me, to help in any way. So that is why I think
that attributed to my anger and to getting angry after and to have a feeling of
betrayal. Because it's like I have been here through all the challenges. I’ve been
here through all the tough times. Yet when it’s a brighter day, you don’t see that
I've been here all along.
Explaining the humiliation and shame she experienced, one leader recounted what
took place after having recommended a colleague to assume her role while she was on
vacation, but returned to find that he had been confirmed in the position and she was
reporting to him:
Things turned sour between the two of us. I didn't know for what reason, but he
always shouted at me. He called meetings with my subordinates, and he
humiliated me. ...I felt shame because, you know, walking into the office every
day at the senior level ... and seeing the manner in which junior officers looked at
me, it made me feel ashamed.
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A participant after sharing the many accounts of being transferred following each
change in her country’s political administration, as it was believed by each administration
that she was a supporter of the previous, noted the emotions this evoked and why:
So I tried to give all my best and to do the best that I can given the circumstances,
but... it’s not easy. It’s not easy to work sometimes. You know, you feel so
demoralized and so depressed. Because, you know, I ...would have given over 25
years public service. If I wanted to leave, I would have left. I had opportunities to
go to the commercial banks and those I turned down, because I am of the opinion
that the public service is a good place to give back to country.
Gender distribution of emotions. The data also indicated that while male and
female participants had nine of the emotions in common, men expressed 21 emotions that
were different from the 16 that were noted by the women. Consequently, the male
participants, though only eight in number as compared to the 12 women, still shared 5
more emotions than their 12 female counterparts, as depicted in Table 2.2.
Table 3.3
Emotions Distribution Across Participants
Emotions Identified by
WOMEN
Unworthy
Isolated
Upset
Defensive
Demeaning
darkness
Demoralized
Persecuted
Pained
Suffering
Shocked
Resentful
Shame
Untrustworthy
Ambushed
Cut off at the knees

Total:

	
  

16

Emotions Identified by
MEN
A Nobody
Discarded
Insignificant
Disappointed
Bad
Indignity
Taken for granted
Undervalued
Confused
Devalued
Manipulated
Failure
Wounded
Bemused
Dead
Alone
Tense
Bitter
Perplexed
Diminished
Compromised
21

Emotions Identified by
WOMEN& MEN
Hurt
Depressed
Humiliated
Anger
Betrayed
Embarrassed
Horrible
Anxious
Disrespected

9
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Basic emotions. In an attempt to further narrow the list of emotions without
losing the sum total of what participants shared, they were subsequently grouped
according to four basic emotions. This was in keeping with Plutchik’s (1980) Wheel of
Emotions, which identifies Fear, Anger, Sadness, Joy, Disgust, Trust, Anticipation, and
Surprise as the basic emotions. However, the research participants 46 emotions only fell
within the following four:
•

Fear

•

Sadness

•

Anger

•

Surprise.

All four basic emotions except for surprise are considered negative emotions.
While surprise can be positive or negative, the emotions from the research data that were
so assigned are all negative, in keeping with how they were used in participants’ stories.
The following are the participants’ emotions that were grouped under surprise:
•

Shocked

•

Ambushed

•

Cut off at the knees

•

Confused

•

Bemused

•

Perplexed

Consequently, all the emotions as captured in the data were identified as negative
emotions.
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As shown in Figure 4.1, sadness was the most dominant of the basic emotions as
it constituted 33 of the research participants’ emotions, while surprise, anger, and fear
had, six, five, and two respectively.
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Figure 4.1. Participants’ emotions categorized.
The data also indicated that men and women expressed an equal number of
emotions indicating fear and surprise. However, men had five (23%) more sad emotions
than the women, who had twice the amount of angry emotions than the men (see Figure
4.2).
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Figure 4.2. Participants’ emotions distributed by gender.
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Theme 2: The effects, impact, and implications.
Work is an agent of socialization, and the type of socialization, the type of
lessons, the types of interactions that take place; they can remain with us, can scar
us, or can help us move in particular directions.
Not only the research participant who made the above comments, but all 20,
identified in their stories, the positive and negative effects their experiences had on them.
They also shared how their experiences impacted individuals and institutions and created
organizational, national, and regional implications as depicted in Figure 4.3.
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Figure 4.3. Effects, impact, and implications relationship.
The effects. From the data, 54 different ways in which participants were affected
by their experiences were identified. Of these, 23 were categorized as the negative effects
and are covered in the following table in order of the frequency with which they were
identified by research participants:
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Table 4.1
Negative Effects of Professional Hurt
Effects
Breakdown in Relationships

Number of Participants
Identifying the Effects
12

Transfers

10

Reputation Placed at Risk

6

Loss of Confidence

5

Becoming tentative in making Decisions and giving advice

4

Demotion

3

Sidelined

3

Loss of Interest in Job

3

Disrespected

3

Bypassed

3

Intimidated

3

Punished and Penalized

3

Became Less Trusting

3

Services Termination

2

Forced to Resign

2

Requested Early Retirement

2

Difficulty obtaining reemployment

2

Diminished self-worth

2

Loss of respect for leaders

2

Developed unbecoming attitudes and behaviors

2

Shunned and marginalized

1

Became self-protecting

1

Jeered

1

From these 23 effects, the one most shared by participants (60% of them) and
representative of six countries, was “breakdown in relationships.” This was followed by
“transfers” (50%) from one ministry and portfolio of responsibility to another and was
reflected across seven of the nine countries involved in the study. Completing the top five
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most cited negative effects were “reputation placed at risk” (30%), “loss of confidence”
(25%), and “becoming tentative in making decisions and giving advice” (20%).
Breakdown in relationships: Of the 12 research participants who identified broken
relationships as having resulted from their experiences, 10 made reference to the
relationships they had with elected officials. For the remaining two, it was the
relationships they had with the leader to whom they reported directly (not a minister),
which had broken down. Three research participants, however, had their relationships
breaking down with both the elected officials and their direct reports.
The data highlighted that 10 of the 12 participants were either transferred, asked
to resign or had their services terminated following the breakdown in their relationships.
It is also noteworthy that 62% of the male participants and 58% of the female were
among the 12 who spoke of their experiences having resulted in a breakdown in their
professional relationships.
One participant, having described in detail the incidences that had occurred
between himself and his mister to result in their failed relationship, noted:
But, again, the well had been so poisoned that certainly the minister would not
have trusted me remaining with him as his Permanent Secretary, and the whole
political responses would not have facilitated this. So the prime minister did do
what was politically sensible for him to do… transfer me.
However, this participant went on to explain how the breakdown in the relationship
between himself and his minister affected even his relationship with the minister for the
ministry he was later transferred to. He explained:
But as I went into the next ministry… my relationship with my new minister
became… “strained” is not the word, but certainly not free, not totally trusting,
not totally open because there was need for me to protect myself – I say protect
myself …because I did not want any disagreement with my new minister. I was
concerned that any disagreement with him, at least certainly if it spilled out into
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the public or if the public ever became aware of, would mean a common
denominator as a problem, and that would have been me.
The data indicated that research participants were not always passive in response
to the broken relationships, as reflected in one participant’s comments following what she
felt was her leaders’ efforts at denying her opportunities for upward mobility and even
attempting to block her transfer to another ministry. This she said caused her not only to
stop communicating with her leader but to also become “very resentful” toward her.
Transfers. Of the 10 participants who were transferred, three requested the transfers
as their experiences either caused them to want to be far removed from the organization
that caused them hurt or because it had resulted in a loss of interest in their job. One
participant, explained, however, that it was for her the “sensible” thing to do. She spoke
of having taken the decision not to certify an invoice for payment to a company owned by
her minister, despite being instructed to do so. She “could not sign it with a clear
conscience,” given the associated procurement breaches.
The participant further recounted that a month after this experience, a gentleman
turned up at her office and advised her that he was her understudy as she was to be
transferred. She indicated that she had no prior knowledge of what he shared and that her
boss, when contacted, indicated no knowledge of it either. However, when she later
requested a meeting with her boss, she was told that the gentleman was being “brought
there to support instead of replace” her and she therefore “had no need to worry.” Some
months later, her boss told her that she would be there for an additional two months after
which she would be transferred. “And that was when I started to make my moves to
move out of there,” she noted. She went on to explain that it would not have been just a
simply transfer but an opportunity to frustrate her, as she was made to understand that the
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plan was for her to be placed in a function for which she had no experience.
Consequently, her decision to request a transfer was, as she said, “to move out of there
before they forcefully moved me.”
For the remaining 7of the 10 participants, their transfers were not of their making
and neither did they receive plausible reasons for the decision. Consequently, participants
concluded that the transfers were politically motivated as they either followed on the
heels of an incident with a minister or a change in government.
To this end, participants shared stories of how the transfers were handled. One
participant said:
The prime minister calls me up to his office, tells me that the Minister and I are
not getting on, so he has decided that we can't be together, we have to separate
because ... the Minister has complained to him...And I tried to explain, I tried to
say to the Prime Minister, “Where is this coming from? … I mean I have an
alternative view or explanation.” He says essentially that he didn’t see himself
having a discussion between me and the minister; although that’s the only way we
could have brokered any disagreement between us, which disagreement of course
as far as I’m concerned doesn’t exist... So ...essentially if the Minister says that is
so, then it is so. And I remember eventually saying to him, “Well, isn’t the
Minister very lucky ... he has a leader? So where’s my leader?” … But that was
about as much as I could squeeze out of myself without becoming emotional
again, without becoming emotional in front of him. (Italics used to indicate that
Minister was used to replace the actual; name of the Minister which had been
used by the participant).	
  
Explaining how his transfer came about, one participant said:
We had a change of government... When the government came in ... they issued a
transfer ... which I thought was pretty strange. The government just came in.
Ministers have no time to understand the Permanent Secretaries; why are they
moving persons so quickly? ... I was transferred to the Ministry ... where I’m
currently at.
After recounting an incident between herself and a minister, and of which the
prime minister later, publicly, made a passing mention in her favor, she related:
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Well, it ended with my being transferred from the Ministry...because he went to
cabinet and to the Prime Minister. You know, it was lots of complaints. So the
Prime Minister called me and told me he wanted to hear my side of the story. I
explained to the Prime Minister exactly what was happening. So I stayed there for
maybe another three months or so because the Prime Minister was sort of
reluctant to transfer me.
Research participants’ stories also told that the transfers were sometimes preceded
or followed by being sidelined and marginalized before and after the transfers. Speaking
of what happened before her transfer, one participant noted:
From the time the administration came in, you start hearing talk that they don't
want me in the Ministry... and I have to be transferred; they’re looking for some
where to place me. And then during that period... practically all the work was
taken away from me. So I sat there for about two years with absolutely nothing to
do.
Another participant recounts how following her transfer she was sidelined with
nothing to do:
So I have spent a year and nine months now in the Ministry ... doing… I really
like to think of it as nothing. No, I truthfully think of it as nothing because ...in
terms of quantity of work, if you gave me two days every other month, it would
be finished. In other words...I have about 20 days in total of work for the entire
period.
The stories also revealed that participants believed they were being sidelined
given the decisions that were made against them following their transfers and for which
they could get no plausible explanation. One participant said that directly following the
change in political administration, he was transferred and he “went with enthusiasm to
take up” his “new challenge as a leader and to see what it required to move that ministry
forward.” However, each time thereafter that he requested permission to travel overseas
for training or a meeting, it was not approved by cabinet even though it was not at a cost
to the government. Subsequently, he was advised that the government had taken the
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decision to rescind the sale of a bit of government land that he had bought under the
previous political administration and for which he had been making monthly payments.
The participant also noted that he was unable to get any substantial explanation as
to the reason for either of the decisions. Consequently, he concluded based on what was
being rumored, that “it's political.” He continued:
They are of the opinion that I was a sympathizer of the last government. So
because they viewed me as a supporter of the last government, they now felt that I
am not to be trusted.... So instead of giving me the opportunity to even prove
myself... it seems I have been sidelined because of that.	
  
	
  

Reputation placed at risk: Participants’ concern with the effect of their
experiences on their reputation was primarily driven by how they believed it affected
their options for future employment and how others and in particular the public viewed
them subsequently. One participant who was told to resign or he would be fired
explained:
I didn't realize that it was so difficult that I would be out of a job for six months
and that it would take me two years before I could get a job at the level that I had.
Because as I said, once you leave, people start to look at you differently, and so I
had to start to ... rebuild my reputation. And then too, you find that even after you
leave, the same people who treated you in that way, they sort of follow you when
you go forward, because persons refer to them for recommendations.
Another participant explained how he felt his reputation was affected due to his
inability to defend himself in the public arena following statements made by his minister
on public radio, suggesting that he was not being cooperative and professional. This was
the minister, he noted, who it was alleged had said; “they have some persons he’ll have to
get rid of when his party takes over, I being one of those persons.” The participant went
on to note in reference to the minister:
He made that statement in a forum where I, by our own codes of conduct and
practice, is forbidden from going because as a public officer, I can't go to the
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media and critique government policy. All I am to do is go there and explain it,
defend it, promote it. And if you were to go out there and make that statement and
I can't defend myself to that same audience, I am just open, vulnerable to any of
those charges. And people who still do not know me have formed particular
impressions and as a consequence ... you still have occasionally somebody
making some statement.
Loss of confidence: And there were also those participants who lost confidence in
their ability to do good work. One participant related how in her capacity of acting
permanent secretary, she participated in an assessment center exercise, which was part of
a process for identifying permanent secretaries. She was not successful at the assessment.
As a result, she had to revert to being a deputy permanent secretary. Speaking of the
effect this experience had on her, she said:
It was very traumatic in the beginning because, of course, you’ve been
functioning as permanent secretary. You recognize you have to go back to the
position of deputy permanent secretary....My first reaction I think was to doubt
myself, a loss of confidence.... It was really a shattering of confidence, because I
started to then feel as though I wasn’t worthy of the job. I was even talking about
leaving the service and trying to define, “Where should I go?” that maybe I didn’t
have the skills – all those doubts.
Speaking of how her experience of being transferred, demoted and given very
little to do, affected her confidence, another participant said:
It was a matter of a constant challenge, constantly challenging myself to hold my
head high... So one had to try to steal one's dignity, try to build one's dignity in the
face of employment or engagement or work that was… unsubstantial...
demeaning...My self-esteem was so low that I was reacting to all kinds of things
that weren’t there.
Participants’ stories also suggest that their self-confidence was so affected by
their experiences that they now felt “forced to be more sensitive to organizational
politics,” while prior this would have been something that they would have ensured they
avoided. But in light of their experiences, one participant said:
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You almost now have to decide whether I'm looking to build particular allies for
particular things.... Your role is not to play politics, not to play organizational
politics. Certainly in any position that’s not the role. Yet, we end up having to do
it and so ... it undermines ...and relationships get frayed between staff.
Another participant thus concluded:
The surviving public officers…. They're just there, they do what they have to do,
but they don’t add anything to it because of the fear of being hurt again.
Becoming tentative in making decisions and giving advice: Highlighting how
their experiences made them become fearful of doing anything that could possible cause
a repeat, participants spoke of how this influenced the way they made decisions, gave
advice, and took actions. One participant said, “It takes me longer to make decisions” and
this he said was for the reason that, “I am not going to allow myself to go through another
experience where things go past me and they can be used against me.”
Another leader, whose experience led to him being transferred, spoke of the
struggle he had thereafter in giving advice to his new minister in light of his experience:
You want to think you can give your minister candid advice. It is not that you're
expecting that he will accept everything that you have said, but that at least it will
be received in a particular spirit. And that advice you give is not necessarily
always in agreement with the particular direction that they may want to go. You
sometimes want to say, "I don't think that's where that should be going. That's not
where we should be heading" and all of those issues. But it then forced me to
become more cautious, more trepid even in terms of how I would have offered,
not even how I would have, how I do, even now how I do offer advice to the
political directorate.
He continued to speak of the consideration he now gives to his “own protection”
and so he found that he was stepping back, hesitating, and so he now takes a longer time
to make decisions. He even now believed that he might have become “guilty of over
thinking the problem” on some occasions.
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This participant also noted that his trepidation in making decisions was also evident
with how he dealt with matters of a disciplinary nature with the staff at the ministry he
had been transferred to:
I became more tentative in terms of how to deal with it. Even if I thought I knew
what was right to do, I did not want to take action, because then it can just flare up
into yet another issue where, again, you are seen as a problem person that people
will find it difficult to work with you. And you certainly don’t want that, not as a
professional, not as a leader. As a leader you need to be able to get people to work
with you, to follow you, or to share with you where you want to go. But it also
means you have to be able to discipline them and enforce and feel the confidence
that it will be understood within the spirit within which it is to be done.
The positive effects of the experience were evident in the data, as participants
shared how they grew from their experiences in one way or the other. Most noticeable,
however, was how the positive effects of their experiences were shared across the male
and female participants as illustrated in the Table 4.2.
While there were less male research participants than female, the men shared 10
more ways in which they benefited and learned from their experiences. Together male
and female participants shared only one positive effect of their experiences in common,
which was in the lesson they learned about the need to be diligent in documenting.
Among the female participants, only one positive effect was repeated and that was
in relation to how their experiences caused them to reinvent self. A similar trend noted
among the male participants, “being made stronger,” was identified twice by them.
The data also showed that the positive effects the research participants took from
their hurtful experiences were reflected across all nine countries.
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Table 4.2
Positive Effects of Professional Hurt
Women
Reinvented self
Developed Empathy
Became more
appreciative of the
support of others
Developed resilience
Appointed to a better
job
Learned:
• The importance of
Preparation
• Never to doubt your
intuition
• People can be evil
• The importance of
diplomacy
• How to manage
relationships with
the political
directorate

Men
Got to know colleagues better
Made Stronger
Performance Improved
Developed an appreciation of and understanding of
others
Became a better person

Both
Became more
diligent in
documenting
decisions
reached

Became a place from which to teach
Continued to see the worker as a whole person
Better able to have difficult conversations with staff
More understanding of other public sector leaders and
why they sometimes fail to take disciplinary actions
Still wanted to support and protect direct reports but
only to the extent that they take responsibility for
themselves
Now have more experiences to share with staff so that
they too can benefit
Took greater care in handling issues that could be
used against you
Now know the good and the bad of working in the
public sector and so can give advice
Learned:
o To have the courage and find a way to face the
“tiger”
o How to be optimistic
o The whole business of trust
o How people and organizations work
o How dispensable you are
o How not to seek to avoid but better prepare to
handle professional hurt
o Not to take anything for granted

Among the examples shared by participants as to how their experiences positively
affected them were:
But having gone through what I did with seeing continuous examples that didn’t
seem to uphold the high standard that I had of the organization, it did...influence
how I went about dealing with those areas of the civil service and every other
area. So it sort of matures you in a way.... You understand how it functions and so
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you are able now to better relate to that process... .And so it gives you a greater
sense of awareness. So the professional hurt, it gives you knowledge, it makes
you aware, it gives you a better understanding...This is what I came in thinking,
this is what I went through, this is what I have learned from it, and you take what
you’ve learned. In fact, that very first experience I’ve had where the minister was
trying to transfer somebody… and I’ll tell you, because I was completely
unfamiliar with the process, it took me a while to figure out. I, in turn, have used
that knowledge to provide advice, to give advice, to share advice with others who
find themselves in a similar situation later on. So I think it sort of makes you a
better person.
That their experiences provided not just a learning opportunity but an opportunity
to teach, were also shared by another participant this way:
I was formed a certain way up to that point, but this experience shaped me going
forward. So it's my crucible moment and it's a very profound place from which I
teach and from which I talk and explain to people why I am the way I am now.
Participants also shared how their experiences have caused them to become more
understanding of other public sector leaders and why they sometimes fail to take
disciplinary actions; recognizing now that it is because they are afraid of the “push back”
from the political directorate.
One participant said that while going through the experience, she had doubted her
ability to survive it and wanted to leave the service. However, the experience made her
realize in time that she could reach deep down inside for the power and the will to go on
and not give up.
It is interesting to note from the participants stories how some were able to
improve their relationships generally but particularly so with politicians. One participant
shared:
Well, I would say that I became more conscious or more aware of how important
it is to try and build a good relationship with the minister. I think I’ve learned that
sometimes it’s just to let certain things go. If I’m not really in agreement, rather
than argue with the minister about it, I would just let the matter rest. I mean...I’ll
even tell the minister, ...“Okay, this is your call, you will have the final say.” But
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if it’s an operational issue I would say very respectfully and calmly that this is the
way I want to handle the situation. Give me a chance to handle it this way. At the
end of the day I have to protect my integrity. I have to think of what is best for the
country. So I’m not going to just do something against my better judgment
because I don’t want to have any sort of confrontation with the minster. What I try
to do right now is to be more diplomatic in how I would go about doing things.
For some participants, their experience also served to help them refine their sense
of self. One participant puts it this way:
The sort of attack on my character...really helped me to determine who I ought to
be and who I wanted to be. So, it really shaped me in terms of my attitude to work
and my commitment to work.
The impact. The data showed that the participants’ experiences created impact at
the family and organizational levels. Hence, participants spoke of how they perceived
that their children, siblings, parents, spouse, colleagues, other public officers, and their
organizations as a whole were affected by their experiences.
Participants said their families were angered, had to handle “intimidation” and
“humiliation,” and they generally worried about how the experiences were affecting
them. One participant described the effect on his family as “terrible.” He pointed out that
his “wife also worked for the organization, and therefore whatever happened” to him “to
a large extent affected” his entire family. And indeed it did, as he explained that “they
turned on my wife... and eventually led to her being summarily dismissed.”
Further relating the effects on the family and the children in particular, a
participant explained that because his situation was being played out in the media, other
families would discuss and give their opinion on the matter while their children listened.
Consequently, his children would:
Come back and say things students in their classroom have said because of what
they're hearing at home. It's just that kind of thing ... you did not want to have to
deal with. ... I certainly did not want to have to tell my children anything negative
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about a minister because separate from the individuals, these are also institutions
that you want certainly young children to see in a particular way.
The stress of the experience as one participant acknowledged could not be kept
out of his “personal life.” This he said was:
Because...it was very difficult for me to separate the two, I could not turn off at
the end of the day. I would go home, I'd be more aggressive with my own family
and we knew it was because of work.
As for how the public officers were impacted, the following list was generated
from the research participants’ stories. The list is not intended to reflect the frequency
with which the comments made were shared or to ascribe levels of importance, but rather,
to capture the participants’ perception as to how other public officers were impacted:
•

feeling forced to leave the public service for the private sector

•

showing support for the aggrieved leader by taking industrial actions

•

trying to exploit the situation

•

challenging the maintenance of order and discipline

•

becoming cynical

•

jeering the leader

•

constantly challenging and undermined the authority of the permanent
secretary

•

feeling fearful that the same could happen to them

•

showing visible signs of being upset such as crying

•

becoming convinced that what they were seeing as the leader’s experience
was the norm of the public service

•
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In seeking to explain the difficulty associated with maintaining a certain amount
of order and discipline in her ministry, following her minister sharing in parliament that
she did not know what she was doing, resulting in a public debate and a downward
spiraling of their relationship, she explained:
Some time ago the security officer…was sitting right where clients would sit, so
even though she was in uniform, as soon as you entered, you sometimes wouldn’t
be certain who was the security officer. So I arranged for a desk to be put right
there in the lobby and told her she should sit behind the desk unless she is
patrolling. And one day I came and met the desk somewhere else. I said, “Why is
the desk somewhere else?” She told me the minister told her to move the desk. I
said, “Where the desk is does not make any sense. Put back the desk where I had
left it.” So I got someone to relocate the desk. The next thing I knew was that
some of the staff came to me to ask if I knew what was going on downstairs. I
said no.... The minister had come, lifted up the desk, and tossed it outside the
lobby.
Also explained in the participants’ stories is that when public officers at the
different levels see the push back or the non-support permanent secretaries received from
the ministers when they attempted to discipline others, they learn that there are just some
issues that they cannot address for they have become politicized. When this happens,
public officers feel that they have the ministers to champion their cause and the
permanent secretary who intervenes does so at his or her peril. Additionally, when a
public sector leader is wronged, they seem to have no recourse, and so what becomes the
pattern, according to one participant, are public sector leaders who conclude:
It's not affecting me personally because I'm still able to get my salary. I'm still
able to do my work, keep my time, keep whatever it is, and it’s not reducing the
meal at my table. Then I will let it pass. I'll turn a blind eye and just let it go.I
have heard that in different ways since that incident.
Participants also were of the view that public officers made all kinds of
interpretations from what they saw and heard happening to the senior leaders, because
none of this is done in secret. This proves to be “debilitating and corrosive” for the public
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sectors as the remaining talented leaders begin to explore and access their options outside
of the public service, and later leave. And so not only is the public service denuded of
talent, but as a participant articulated:
It’s...also…leaving behind a kind of corrosive something. It eats away like a
cancer, undermining… people become more cynical about everything. They don't
trust systems. People's integrity is being questioned; people don't say what they
mean and mean what they say: all of that kind of corrosion is even probably just
as bad as losing the talent. The talent you have left behind is so cynical, so fearful.
It's a terrible thing. It's a terrible, terrible thing, a terrible thing.
Participants thus believed that their experiences had the following impact on their
organizations and the public service generally:
•

Cannot attract good talent because of the fear of being humiliated

•

Attrition fueled by public officers:
o Fear that what happened to others will happen to them
o Feeling disgusted by what they saw happening to public sector leaders

•

Slows down performance and growth

•

Decline in the delivery of quality products and services

•

Decision making slowed

•

A negative view of the public service is fostered

•

Loss of good public officers

•

No longer a desirable place to work

•

Diminished role of the permanent secretary

The implications. Making reference to the cadre of public sector leaders in her
country, one participant said, “the talent pool in the public sector is shallow” and so she
expressed concern that her experience and that of other leaders like her would only serve
to further denude her public service of its talent and by extension the country.
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Another participant echoed a similar perspective, noting that despite the terrible
experiences that he and other public officers have endured in the public service, and
which have caused them “ injury and...damage,” what was for him the bigger concern,
was what it was doing to his country and others in the region. He believed there are many
“sad stories underneath the surface” in the public service, and they are not being dealt
with, as everyone pretends that they are not happening. In the process there is a failure to
see the big picture for the countries. He thus argued, that “the hurt and the humiliation”
that public sector leaders are experiencing only:
Results in...wasted human capital and essential human capital with critical skill
sets that the countries need in this time.... We should be protecting them and
nurturing them and growing them because... we're all after the same thing,
presumably. And ... the public service is how you're going to get there. You
know, they're the ones supposed to be facilitating and enabling the growth and the
development, and they're playing Mickey Mouse with the key personnel. We can't
progress that way, you know? We can't achieve that high ideal and those
objectives of competitiveness and productivity and social cohesion when this is
the standard practice going on. ...That's a practice that has to be dealt with, and it
has to be confronted openly and publicly and some mechanism put in place to
safeguard what capital we have in the public sector.... We are hemorrhaging the
capability and the capacity of the country's public sector to deliver what it's
supposed to deliver at this critical time.... We are wasting talent to the detriment
of our country.
Theme 3: The cause. The 22 causes participants identified for their experiences
are identified in Table 4.3. All but two participants identified a combination of two or
more causes. However, no two participants had the same exact collection of causes, even
though they had some in common. Of the 22 causes, 15 were identified by two or more
participants, while 11 were identified by 4 or more participants. The top 5 causes were
identified based on the cumulative responses from participants ranging from 6 to 16 and
subsequently reflected the following:
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1. Politics
2. Lack of trust	
  
3. Lack of integrity and ethics	
  
4. Absence of structures for redress and due process	
  
5. Gender inequality	
  
Table 4.3
Causes of Participants’ Experiences	
  
CAUSES
1.

Party politics

Number of Participants
Identifying
16

2.

Lack of trust

8

3.

Lack of integrity &ethics

8

4.

Absence of structures for redress and due process

8

5.

Gender inequality

6

6.

Lack of principled leadership

5

7.

Influence of the media

5

8.
9.
10.
11.

5
4
4
4

12.
13.
14.
15.
16.
17.
18.
19.
20.

Lack of confident leadership
Corruption
Small Island State Syndrome
Public officers you supervised, empathize with and
supported at all cost
Taking unpopular decisions
No orientation and clear expectations
Jealousy
Fear of change and resistance to change
Denied the opportunity to be considered for a promotion
Racism
Absence of a culture of care
Absence of respect for one’s basic humanity
Lack of communication

21.
22.

A selection process for senior public sector leaders
Contradiction of expectation and actions

1
1

2
2
2
1
1
1
1
1
1

Politics. Sixteen of the 20 participants made politics the primary cause of the
research group’s experiences. The 16 participants are representative of the 9 Caribbean
countries involved in the study. For one participant, politics was the only cause identified.
Additionally, all but one of the 8 male participants included politics as one of the causes
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for their experience, while 9 of the 12 women did. The ways in which politics tended to
overlap with the other “causes” in the participants experiences are also noteworthy.
The stories told by participants provided a number of reasons why politics was the
most identified cause for their experiences. These were:
•

Minister confirmed that his concern was around the Permanent Secretary’s
politics and not his performance

•

They wanted to be analytical and make decisions based on sound analysis of
facts and future projections, while ministers wanted decisions made to secure
their re-election

•

They have to constantly inform their decisions with how the political
directorate will react

•

Party affiliation resulted in an incident of corruption being squashed and the
leader becoming a target for intimidation

•

Leader was punished after demonstrating an unwillingness to do things for
political ends

•

Became a “victim of a political witch hunt”

•

Lived in anxiety of being transferred because it was believed that they
belonged to a particular political party

•

Transferred after a change in political administration and rumors that it would
have been the case

•

Felt that “with politics you find yourself anywhere even where politics
doesn’t normally have jurisdiction

•
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•

Prime minister wanted loyalty to him and not to the state

•

Party supporters without the requisite competencies were being placed on
interview panels to select persons for public service jobs

•

Party supporters were appointed to public sector boards for which they had
neither the educational qualification, competencies, or experience

•

Transferred a month after a change in government

•

Told that the political administration felt he worked hard to make the previous
administration look good and so could not be trusted

•

Minister got involved in the day to day administration of the ministry

•

Minister spoke to permanent secretary about her decision to discipline one of
her direct reports

•

Accused by minister of belonging to another political party

•

Minister wanted someone to be employed who wasn’t suitable

•

Because she stood up to a minister and did not facilitate a corrupt transaction,
was told she supported the other party

•

Ministers and prime ministers allowed public officers at all levels to complain
to them on the permanent secretaries

	
  

•

Ministers made public attacks on public officers

•

Ministers wanted to micromanage

•

Ministers mistrust of public officers

•

Widening gap in the relationship between ministers and permanent secretaries

•

There is a political and administrative disconnect
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•

Problem develops with ministers when public officer do not go along with
what they say

Explaining further the nature and impact of politics and how it has caused hurt,
one participant referred to what occurred in his case as, “enemies became friends because
they had a common objective.” He shared that officers within the ministry at which he
served as permanent secretary at the time had issues with him, and sought to use the
political climate of an upcoming general election to work with the opposition party. He
noted that the opposition party leader was of the view that he was a part of the reason
why they had lost the previous general election, and “the persons in the ministry knew all
of that, and so used that kind of environment to deliberately send the report ...to the
leader of the opposition.” Consequently, the leader of the opposition and others had the
opportunity to read the report on an audit that had been conducted on the ministry before
he did as permanent secretary, and had an opportunity to respond. The result of this was
as follows:
[A] scandalous reaction in...the society....And it really created...some
embarrassment in the sense that there are many persons who spoke about it
without even having seen the report....The report was... read publicly on the radio.
Not only was he hurt by what took place, which also included individuals calling
for him to be charged, as if to suggest he had done something dishonest, but there were
also others who were badly affected. He explained:
There were two officers who were implicated in the audit, and...one of them was
practically destroyed. He lost all self-confidence. He lost his ability to function. I
mean, this is a person who was approaching retirement age.... And...going through
all of it, he was practically destroyed.
Another participant commenting on the role of politics in his experience noted:
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I say the power, destructive quality, potentially, of politics, because in this twoparty system, once issues have been defined around political lines, people tend to
part purely on the political lines. They no longer focus on the merits of the issue
but just on the party’s line in terms of the impact. As I said, in that particular
instance the... then prime minister... certainly agreed with me, certainly knew the
minister was wrong and all of those issues, views that he expressed to me in our
private discussions but views he definitely would not take in the public domain.
And so his public persona, public stance appeared to be in support of the
minister.... So the prime minister did do what was politically sensible for
him...transfer me.
The data also showed that despite the participants’ views of how the political
culture in the public service might have been encouraged not just by the politicians but
also by public officers, they all saw themselves as apolitical in their roles as public sector
leaders. Consequently, they made comments such as:
I think it...caused me the hurt, the embarrassment, and everything else because of
what it called into question, my sense of being a professional. Even when you
work with a government agency and you know there is always politics in policy,
you don’t define yourself in political terms, not as a professional, not as a public
officer at any rate. You don’t see yourself in political terms, notwithstanding your
own political associations, political beliefs and political preferences, whatever it
is. But in terms of your official capacity, at least, one ought not to (not in our
Whitehall model see yourselves in political terms. So I certainly did not and have
not defined myself in those political terms. Yet for the incident to have gone on–
and you get dragged into this in a political way–it would question your sense of
professionalism and ethical standards.
Lack of trust. All eight participants who identified lack of trust as a cause for
their experiences had also highlighted politics. Their stories indicated that the lack of
trust that created their hurtful experiences, like politics, could not necessarily be
attributed to politicians only but public officers also. There were also five male
participants who identified lack of trust while only three women did. All eight
participants together represented six countries.
The following are some of the ways in which the research participants perceived
lack of trust in relation to their experiences:
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•

Minister broke the bond of trust between minister and permanent secretary
by using the public media to cast blame

•

Public officers mistrust politicians and ministers

•

Minister felt public officers are sabotaging government and undermining
him

•

The public service teaches you not to trust anyone

•

Discussion relating to terms of engagement was not honored and when
insisted on, contract of employment was terminated

•

“Minister doesn’t trust the support of the public officer, but those who
publicly declare their political hand”

•

It was a betrayal of trust when a public officer misused the organization’s
funds and his political affiliation kept him from being held accountable

•

Those you lead and worked closely with sought to embarrass and destroy,
working in conjunction with ministers or the opposition political party

•

Could not rely on minister or cabinet secretary for an honest response

•

“Couldn’t trust the minister. There was no integrity, no good leadership”

•

“I trusted people implicitly up to the time when this happened”

Noting why lack of trust was hurtful, angering, and disappointing for him, a
participant recalled:
I won’t say that permanent secretaries are expected to cover for their ministers,
but certainly there are times when certain decisions are taken, whether you agree
or disagree, or sometimes even when the ministers might be at fault, that you’re
not to go out and say where certain things come from. You’re certainly not going
to point the finger at a particular minister to suggest, well, the reason for that
decision, especially if it’s unpopular, is because the minister did or didn’t do this
or said or didn’t say. You know, you generally don’t. You will provide cover even
if in just accepting or avoiding, deflecting, any of those things, but never would
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you go and say a minister has said or caused any of those things. And to see that
trust, to me, broken in that particular way with how he went out on public radio
and castigated me in a forum, really, that I had no means of defense. I think that’s
the other part of it for me, which was hurtful, angering, disappointing, and all of
that. He made that statement in a forum where I, by our own codes of conduct and
practice, is forbidden from going because as a public officer I can’t go to the
media and critique government policy.
Lack of integrity and ethics. Like lack of trust, all the participants who identified
lack of integrity and ethics also identified politics as causing their experiences. However,
five of the eight participants who identified lack of integrity and ethics had also identified
lack of trust. The participants are from six different countries and were evenly distributed
between men and women.
The following are some of the reasons participants gave as to why they identified
lack of integrity and ethics as one of the factors contributing to their experiences:
•

Pressured by government after unearthing some corrupt practices and
wanting to make the officer involved accountable

•

“Professional ethics did not apply there and even personal ethics had failed”

•

Dishonesty displayed by minister and other senior public sector officers

•

Questionable ethical standards abound

•

Punished for doing what was ethically right

•

Minister was prone to integrity and moral deficit because of the goals he
wanted to achieve, among them to stay in government

•

Minister circumvented the very process he served to establish

The following are among the experiences shared by participants as having given
rise to the lack of integrity and ethics they saw and felt:
There was stealing, rampant stealing...and...based on the information that was sent
and presented to me, I involved the auditor to investigate and advise, and he came
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up with almost three-quarters of a million of unaccountable funds. And based on
that...I reported it to the authorities and they backed me up for a while, and when
it turned out that there were connections between the ruling political party and the
person, it was squashed and I then became the target…. I decided that I would not
really want to continue working in an environment that was unprofessional,
unclear.
Another participant shared:
So we started to work with a new process, but because the process is kind of
stringent, the persons who are trying to do fraud, they can't get away that easy. So
when they are applying for work permit, the documents that we request ... put
some of them in a spot. So because they are reluctant to submit the documents,
they will go to the minister directly and talk to the minister. And the minister who
himself approved the new process, he circumvented the process by just taking up
the work permit without… any discussions with me.... goes in his office and
approves it and say, “just issue it”, with no reason.
Absence of structures for redress and due process. Participants felt that in the
absence of clear processes, structures and mechanisms for redress, there were those who
“felt embolden to be arbitrary in their treatment of others” as reflected in the ways they
were either transferred or made to leave their organizations. Additionally, there was no
level at which they could appeal for justice or protection against the decisions that were
made and created their hurtful and humiliating experiences. Consequently, what they
experienced were:
•

No proper investigations prior to actions against them being taken

•

Being called and asked to resign on the same day

•

No good reason given for actions taken

•

Advised of the decision on the Friday afternoon and told it was effective the
Monday, and so no opportunity to handover

•
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Speaking of how the process that resulted in his resignation was handled, one
participant shared:
I certainly felt hurt, deeply hurt by it, because I didn't think it was something that
I deserved. It was not an issue where I was not performing, that I did not meet all
my targets. As a matter of fact, during my tenure, every year I exceeded all my
performance targets. ...You're talking about after working for nearly 30 years to
be called and be told one night that you are to go home – yeah? – And you are to
leave. ...Oh, you should come in Monday and say goodbye to your staff, that kind
of thing. And you didn't steal anything; you didn't do anything to harm anyone ...
for you to be treated in that way… So it's not even so much that you have an issue
... to go, it's the way that you are treated. You are treated as though you are an
enemy of the organization. You're disconnected from the telephones, you're
disconnected from the Internet immediately – the kind of things that you do with
somebody who steals. Basically the guise he used was that there was over
expenditure on this line item, and on that basis he is asking me to resign, and if I
didn't resign, I'll be fired. And he didn't have confidence in me at that time. And
in all of this time, he was unable to look me in the face.
Eight participants from four of the islands felt there was no due process in the
way they were treated. All the participants contributing to the research from one island
were included among the eight, as were six men and two women.
Gender inequality. Six of the 12women were the only participants highlighting
gender inequality as one of the causes of their experience. They were each from a
different country. Their stories conveyed the following views:

	
  

•

Was a female leader in a “male dominated environment”

•

The East Indian Deputy Minister had no respect for women

•

Male direct report (a manager) had a general lack of respect for women

•

Male minister had no respect for women

•

Prime minister might not have done what he did had she been a male

•

The prime minister had a general disregard for women

•

Women are stereotyped as trouble makers
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The following are some of the more detailed experiences as shared by the
participants to express why it was that they felt that gender inequality had a part to play
in the experiences they had:
I really do feel that there’s a disregard for women.... I really feel that women are
regarded as sex objects, as objects and sex in some cases, and just objects in
another case. I get the feeling that there is less than respect by the prime minister
for women. I feel that he tolerates women, but he is not a person who
sees…regards women on the same professional footing as men.... So he I believe
leads a government or a cabinet, in fact a government, including his members of
parliament, with that mindset.... I see little things that suggest to me that… he’s
not a person with a great deal of regard for women and respect for us as
professionals, or respect our ability or capacity to deliver on equal footing. Or as
you know, better than many men ...I don’t get the feeling that he will listen and be
as respectful.
He used to be always saying, “Oh, when God made Woman he made them chat
too much and they always want to answer back,” and very crude, sexist remarks
he used to make. His whole character modus operandi was to just speak without
any respect to anyone. He is very crude, very disrespectful. .......But I think to a
certain extent being a female probably had something to do with it.
Another participant noted:
Women are stereotyped. So in a situation like mine, where I was having this
conflict with a man, most persons, I believe felt that I was the troublemaker, as a
woman. He as a man, you know, men do no wrong. That’s the perception. Men
don’t gossip. Men don’t lie. Men don’t do anything. So, to me, most people were
looking at me as being the bad one. So it had a lot to do with gender as well. And
most of these people who I went to for some sort of redress were men themselves.
So I felt that they are leaning more to him than to me.
Theme 4: Navigating their way.
I say, you try to dig deep and you speak to people who have experiences before
you and you wait out the storm.
This was how one participant said she was dealing with her experience. For at the
time of the interview, she was in the throes of an experience that was making her feel
humiliated and deeply hurt. This was the same for two other participants, who were also
living through their experiences even as they were sharing their stories. Consequently,
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they shared what they were currently doing to navigate their way, some of which was the
same for all three, in addition to mirroring some of what the other 17 participants found
useful in surviving their experiences.
Altogether, participants identified a list of 45 strategies that were most useful to
them in navigating their experiences. Relating and comparing these options led to the list
being reduced to the following 26 abstract categories:
•

Having a personal philosophy

•

•
•
•
•
•
•
•

Personal Values
Guiding Principles
Supportive network
The dislike of being bullied
Faith
Self-confidence
Not taking responsibility for the
behaviors of others
Professional ethics
Personal goals
The influence of parenting
Keeping busy
Loyalty to people and country
Using the experience as a teaching
opportunity

•
•
•

•
•
•
•
•
•

•
•
•
•
•
•
•
•

Utilizing lessons learned from
previous experiences
Personality
Security of tenure
Training and development
opportunities
Not taking things personally
The passage of time
Giving greater attention to
physical appearance
The need to protect one’s name
Never regarded self as having
failed
Determination
New assignment
Regarded the experience as a
learning opportunity

The data reflected that of the list of 26 options to treat with their experiences, 15
of these were used by two or more participants with faith and spirituality being the most
widely utilized followed by a supportive network (family, colleagues, friends, and
employees), self-confidence, training, and development pursued and personal values as
shown in Table 4.4.
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Table 4.4
Participants Most Used Strategies for Navigating Their Experiences
The Strategies
Faith and spirituality
Supportive network
Self-confidence
Training and development pursued
Personal values
Utilizing lessons learnt from previous
experiences
Guiding principles
Personality
The value of having a good name
Personal goals
Professional ethics
New assignment
Not taking things personally
Giving greater attention to physical appearance

No of Participants
Identifying the Strategy
12
10
5
4
3
3
2
2
2
2
2
2
2
2

Gender
Male Female
4
8
4
6
1
4
2
2
3
1
0
3
1
0
0
1
1
0
0
0

1
2
2
1
1
2
2
2

Faith and spirituality. One participant shared how her faith helped her to cope
with her experiences. She said:
I prayed before I went to work every day. I prayed when I got to work. I prayed
right through it, because one of the things I always remembered my father telling
me, was that my name is the only possession I have, and so nobody was going to
make me sully it.
Another participant relates that it was because of her Christian faith why she was
able to forgive, sharing how she did so:
I just had to lean on, depend on God and shift my focus from the hurt that I was
going through.
Supportive network. The value of having support was underscored by a
participant as he made reference to his wife:
The primary help was my wife, my late wife. She said, "Look that is the end of
that chapter. Put down the baggage, the revenge and bitterness. Who did this to
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you is not at all important. They're going to go about their business. Put it down.
It is the past. It is done. Now is a time, an opportunity for you to turn the page, a
nice blank page. You're 60 years old. What are you going to do with the rest of
your life? What do you want to do? Who are you?" All of these questions. And it
is in pursuing that, and also strengthening my own faith, you know, that helped
me through. By the end of all this, I put it down almost entirely and began the
process of reinventing myself, writing a résumé and another one and another one
and really exploring and exploring and exploring and getting some focus and
praying to the Lord that He gives me the opportunity to do what I like to do for
who I like to do it for and hopefully earn a livelihood doing it. And He has given
me that, praise be to God, so hey. And my wife died the following year of a fatal
illness. But even that, I would not have been able to have dealt with it if I was in
that toxic environment. So God knows why. I was able to be with her as she
fought the condition in another country. I mean, I was able to go and stay with
her. And so, you know, God knows why.
Values. Speaking also of how her values as nurtured by her grandmother served
her well during her experience, another participant wrote:
I tell persons that my grandma is my hero. Because I was raised by my
grandmother and she had a very strong personality. She always encouraged us to
speak the truth. One of her favorite sayings was, “Don’t follow multitude to do
evil.” And she always instilled in us to work hard, to be honest. So, I mean, I
think it’s the way I was brought up.
The values she attached to being a public servant was what a participant said she
used to navigate her experiences. She explained:
Integrity, honesty, commitment...these are the three.... Up to yesterday I was at a
meeting... and we were discussing a particular issue, and I said to them, “You
know, if you wake me up in the night, I must be able to say the same thing that I
said to you that I did today. So that if you ... say again, ‘What is that about that
issue?’ I will tell you the same thing because I tell you.” As it is, I’m always
respectful, but I’d let you know. I don’t seek to manipulate. I say it as it is. I don’t
deceive even in situations where I may be the one who may be wrong, I will say:
“This is what has happened,” and “This is what I have done to deal with it,” or
“This is what I propose to do,” or whatever it is. This happened, etc., etc. So if
you meet me at 3 o’clock in the morning in Paris and 6 o’clock in London, I will
be saying to you the same thing. That is something that I have practiced. I commit
to what I do, and that is not only a professional thing; that’s a personal thing. So if
I say I will do something, I will do it. And I must have the honesty and the
thinking to be of the character that people can trust me.
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Training and development pursued. A participant, who is currently navigating his
experience, cites a leadership development program that he just completed as being
invaluable to him at this time. Referring to the program he notes:
This is no exaggeration–I think it came along just at the right time.... I was really
at my wit’s end and really was beginning to consider, “I don’t think that I’m cut
out for this.” Now, the... program came along and I must say that has been a
turnaround program for me just because of the tools and the kinds of interactions.
The course over the six months has really given me a different temperament on
how I approach my work, how I am able to handle the inconsistencies. And
during that time, it really gave me the confidence and the ability to deal with this
chaotic situation. Now that the course has ended, it is somewhat of a challenge but
at least there are other persons.... It gave me the courage and the confidence to
build those relationships, to reach out to my colleagues who have shared that
experience and I am able to get support from them as well. But it really does give
you a good repertoire of tools, to deal with inconsistencies that come from the
political directorate–I do not take it on as personally as I did before. That’s why I
think I can manage my sense of hurt a lot better now. Yes, it does impact me, but
I think I’m able to shake it off a lot quicker than I could have before. I have no
problem and I understand the importance of reaching out and getting varied
opinions from my PS colleagues on a given matter, rather than sitting in my
office, forgetting that other people exist and trying to deal with the matter all on
my lonesome.
The value of sharing their experiences for the study was also noted by the
participants, despite the reservations some had prior to starting the interviews. One of the
participants, who had been going through a hurtful experience at the time of the
interview, had this to say about how helpful sharing his story for the study was for him:
It gives me the opportunity to remember what’s important. To not be
overwhelmed by those feelings of despair. Just in speaking to you, I’m able to
recall positive experiences, the things that I’ve learned, and that, in return, is a
source of encouragement. So I do welcome the opportunity to share ... because
when we started this thing, I didn’t really quite know what it is and what I was
going to share with you. The memories, the experiences, they come up as I’m
trying to think of specific examples. You think of how you’ve dealt with them and
all of that is a source of encouragement because I’m remembering what’s
important and what your... purpose is and you sort of recommit to doing what it is
that you should be doing. So that has been beneficial.
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A participant who is no longer in the public service, explained that while her
experiences left her feeling unappreciated, she also struggled with not being able to find
some category for it or be able to put a “real name to it,” so as to be better able to make
sense of it. However, in the process of sharing her story for the study, she realized, “there
is this category of professional hurt” into which she can now place her experience. She
said it then became, “something that I can talk about and deal with in this context. So it is
very valuable. I do appreciate being part of it. Thank you for the opportunity that you
have given me of telling my story.”
The following list captures the other ways in which participants saw the
opportunity to share their stories for the study, having helped them to treat with their
experiences:
•

Was able to see experience as that which made one stronger

•

Made the experience no longer seem as awful as when it had occurred

•

Provided an opportunity to talk about the experience

•

Benefited from knowing that the experience is recognized as important
enough to be asked to talk about it

•

Provided a source of relief

•

It has helped me to let go of the hurt

•

It is good to know that you are contributing to something that in the long run
will contribute to making the country a better place

•

Feel lighter being able to disclose despite still feeling betrayed

•

Provided another outlet to share and an opportunity to say things which one
would like to say and haven’t been able to write down
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•

Being able to contribute my experience to a body of knowledge

•

Being able to put the experience in context and so being able to leave some of
it behind
Provided an opportunity to speak about something for which there is much

•

passion
Realized as she was sharing her experience, that the prime minister’s actions

•

were indeed ridiculous
Being able to look back and realize that she would have approached things

•

differently
Theme 5: Mitigating the experience. Research participants were asked whether
or not they thought professional hurt could be avoided. Twelve felt that it cannot be
avoided, while six said it could and two thought that it was likely to be one or the other.
Among the reasons participants gave for saying professional hurt could not be
avoided included:
•

It is inevitable

•

It is one of the crosses you have to bear as a leader

•

All leaders at some time experience it

•

Politics will always be around

•

We are dealing with people and people hurt each other intentionally and
unintentionally

•

Will get hurt one way or the other as a professional

Elaborating on why they felt professional hurt could not be avoided, some of the
participants had this to say:
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Professional hurt, like personal hurt cannot be avoided if you honestly assert your
positive best. Because unless you are lucky, such behavior, in spite of your
respectful prudence, can invoke sentiments of envy, jealousy, insecurity, etc., in
others with whom you relate, in either your professional or private life. You have
no control over other people’s issues.
As a leader you have to make tough decisions. There are times where you have to
make tough, unpopular decisions and most people do not like change. But there’s
always going to be this resistance to change. So I think it’s inevitable that you’re
going to have to take a decision or take an action that is going to result in some
negative reaction that could be very hurtful in terms of persons might make an
accusation or say something real nasty or try and do something to get back at you.
I think it’s inevitable and it’s just one of the crosses you have to bear as a leader.
You can get hurt professionally when you have a direct relationship or direct
contact with politicians who believe that you are not aligned with their political
party. Well, I guess when they believe that you are not aligned with their political
party, that can create hurts professionally and I've seen it happen in the public
service. But in my current position, I don’t have that direct contact with
politicians so I haven’t had that experience since.
It is almost impossible for a leader to avoid professional hurt. You must expect it;
prepare for it and learn the skills how to minimize, ameliorate or manage it once
you are dealing with people.
For those participants who responded that professional hurt can be avoided, they
said it was for the reasons that:
•

It depends on where you are situated in the public service

•

If you have a strong personality

•

If a leader is able to have an employee never leave his/her presence
diminished

•

If we make respect for others a practice

•

When empathy is part of how we manage

•

We recognize there is no need to inflict hurt

A participant also shared that professional hurt can be avoided if there is no
“political malice,” people are confident, and there is no environment of fear. Making
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reference to her experience, she said that her minister had “insecurity” issues, for he felt
that as permanent secretary she was “not doing what he asked because he was young”
and subsequently he had the prime minister transfer her. She added, however, that
professional hurt cannot be avoided when dealing with issues of performance, as civil
servants wanted to maintain the “status quo” and “facilitate a larger bureaucracy.”
Another participant who also felt that there is no clear cut answer as to whether or
not professional hurt can be avoided, suggested that one “would probably have to be
lucky or very politically astute” to be able to avoid it. Consequently, he suggested that the
question probably ought to be, “how you cope rather than whether you can avoid it.”
How to prevent professional hurt: The data does reflect that whether or not the
participants felt that professional hurt can or cannot be avoided, they all agreed that there
was something that they and others could do to mitigate the occurrences and the effects.
This was evident in what they said they could do to avoid causing professional hurt,
while indicating that the sharing of their experiences would be a good source of support
for other public sector leaders to be able to navigate their experiences.
The following are among the participants’ responses to the question, In light of
your experience, how might a leader avoid causing professional hurt?
Again the same rules apply. Follow the Golden Rule in your dealings with others,
stay in integrity, saying what you mean and meaning what you say. If in the
proper and upright performance of your duties or obligation, it will cause pain to
someone, always take steps to privately prepare them, safeguarding their dignity.
To avoid causing professional hurt, I believe that a leader must be observant,
thoughtful, communicative, and supportive. Observant to be able to discern when
there is need for an intervention to be made. Thoughtful to determine how best to
make the intervention, communicative to ensure that the employee understands all
the circumstances pertaining to the intervention and also to allow the employee
space to explain. Be supportive as necessary.
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These and other participants’ responses, gave rise to seven themes; Respecting
People, Developing Self, Better Decision Making, Principled Leadership, Knowing the
Organization, Communicating Well, and a Need for Standards. These are detailed in
Table 4.5.
Table 4.5
How a Leader Might Avoid Causing Professional Hurt
Themes
Respecting People

Developing Self

Better Decision
Making

Principled Leadership

Knowing the
Organization
Communicating Well
A Need for
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Participants’ Responses
Have respect for the humanity of those you lead
Understanding that you must respect those you lead
Everyone must be allowed due process
Be sensitive to situations and the feelings of others
Be diplomatic, caring and yet be truthful when giving feedback
Exercise a high degree of emotional intelligence
Follow the Golden Rule - Do to others as you would wish them do to you
Safeguard the dignity of others
Be observant, thoughtful, communicative and supportive
Know and understand people
Know and understand self
Know and understand your emotional triggers and their attendant responses
Be fully self-aware
Be adaptable
Ongoing leadership development
Seize opportunities for professional growth
Never let others leave your presence diminished
Try to secure all the facts in all situations
Always seek the truth from the facts
Be slow to judge
Be open minded
Avoid gossip and rumors
Do not take perceptions and hearsay as truths
Always be aware of your responsibility and fully accept it
Transparency
Follow the principles of fairness, transparency and justice
Be understanding and acceptable of divergence
Stay in integrity
Say what you mean and meaning what you say
Be honest and trustworthy
Be values driven
Be thoughtful
Be aware of the informal structure/leadership of the organization that you
lead
Know your management team
Know how to be sensitive in treating with the work place
Provide communication that articulates clear expectations
Give constructive feedback
Boards must set the tone and texture of the leadership for the public bodies
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Themes
Standards

Participants’ Responses
ü Establish standards for general management and performance
ü Have clarity around policy and administrative accountability to safeguard
respect for the role of Permanent Secretaries
ü Establish processes and systems of appeal for leaders

Developing self as a leader. Compared to the other advice, the data reflected
relatively much more details on participants’ ideas for developing one’s self as a leader
so as not to cause and/or to successfully navigate professional hurt. Their views are that
public sector leaders at all levels should have ongoing access to professional development
as summarized and listed in order of priority in Table 4.6.
Table 4.6
Leadership Development Interventions for Mitigating Professional Hurt
Leadership Development
Focus
Self-Leadership

The Political and
Administrative Interface

Building Networks of Support

Building Self Confidence
Leading Others

	
  

Participants’ Responses
ü Know your leadership style and how and when to adjust
according to the situation
ü Build the character for who you would want to be known
as
ü Coaching is an essential leader development tool
ü Emotional intelligence is a critical area of focus for
leader development
ü Leaders need to build courage
ü Focus on the leader’s style of leadership
ü Understand who we are
ü Effective communication skills necessary for managing
relationships
ü The role of politicians in the public service needs to be
understood
ü The role of public officers versus that of the politicians
needs to be understood
ü Need to understand the political dynamics of the
organization
ü Develop skills in relationship building generally but
more specifically with the political directorate-the
ministers in particular
ü Leadership does not have to be a lonely place with a
good network of supportive colleagues and friends
ü Leaders need a forum to talk about their experiences
ü Mentorship program support would be useful
ü A leaders confidence results in a minister having
confidence in the advice of the leader
ü Recognition of a person’s basic right as a human being is
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Leadership Development
Focus

Human Resource Management
Public Sector Orientation
Program

Job rotation
Corporate Governance

Participants’ Responses
central to leading people.
ü Determining how we measure successful leadership
ü Giving attention to how we value people as human
beings
ü Handling grievances with an objective voice
ü Structures for appeal
ü Ongoing orientation needed as you move throughout the
service
ü Orientation is needed as you enter the service to make
clear the public service and job expectations
ü Knowing how to behave as a public officer
ü Knowing how to give advice as a public officer
ü Opportunities to be created to allow for leadership
exposure
ü Managing the Boards of Public Sector entities, with
special focus on their composition

Participants recommended that priority should first be given to Self-Leadership,
followed by the Political and Administrative Interface, Building Networks of Support,
and Building Self Confidence, as the four main areas of focus for leadership
development.
The value of sharing the stories: Also reflected in the data, are the research
participants’ ideas for how the sharing of their stories might be of value to other public
sector leaders in mitigating professional hurt. Participants expressed the view that other
public sector leaders can learn from their stories and gain a better understanding of how
to grow from similar experiences. Participants also felt that sharing their experiences will
help organizations to become more aware of and thus work at dealing with the systems or
lack thereof that contribute to professional hurt. Consequently, their stories are perceived
as creating a body of knowledge that would be helpful for the region’s leaders.
Participants further explained:
Time has passed, and I’ve healed. But I also believe by your writings, whatever
comes out of your research, others too will benefit to be on guarded of, you know,
certain things that can bring professional hurt onto themselves. So, for example,
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confiding in others without knowing the level of trust that you can have in them is
something that I believe people need to be on guard for.
I think a lot more of these things need to be used as case studies when we’re
doing leadership development for emerging leaders, and hearing how they would
work through such experiences. And then discussing it I feel, would really be
useful.
So I’m hoping that this experience that I’ve shared with you, will produce some
literature, perhaps some case studies, that can be used to facilitate...training... So
if you are able to do that, then I think we are not only helping the institutions of
the Caribbean but anybody who’s interested in leadership and anybody interested
in delivering public service. So citizens will be better off, because they’ll be
getting authentic leadership translated through objective means and systems and
processes that consider their interests... So we need to develop the issues of
leadership by examining cases and case studies – best examples, worst examples
– and allow people to navigate through the experiences, and identify which ones
are the ones to adopt.... I think the assignment you're doing should inform those
who are seeking to be professionals ... that there is always professional hurt and
so they will be prepared to deal with it and still continue on the professional path.
Persons...in the system maybe confronting a similar situation...will realize that
they’re not alone. You’re not the first person to have been through this. But also
to lift their gaze up out of their own personal predicament, as bad as it is. There’s
a reason for you to stand up, and it’s bigger than you. It’s bigger than you. It is for
the benefit of the country that you love so much and you're serving as a public
servant. But it is not good for you. It’s not good for the country. It’s not good for
the service. And that is why you should stand up... I would hope that these stories
would help to serve that purpose, to enable persons who are caught up in it,
thinking that they're alone and maybe they're the only one in the world, to
recognize that this is a practice that is permeating throughout the region. There are
reasons why we are where we are. It is not good. It is not right. It is not proper. It
is not helpful.... It is none of those things, okay? For the sake of your country and
your service, you need to stand up. You need to stand up.... And hearing and
thinking this way in the public is very important.
I think, maybe, sometimes you can use a softer approach with greater results. But
the fact is that you can stand up to your minister and not get fired. And I hope
people can realize that: that they are not the only ones who are faced with these
difficulties or who have challenges.
Well, just by sharing the stories. You share it so people come to know it and so
for persons who either are aspiring to senior positions, they could be aware that
these things may exist and if by chance it happened to you, at least you will not be
the first, it would have happened before, and you too could draw from the
experiences of those that would have gone before.

	
  

117
Theme 6: Where are they now? Of the 20 participants, only three at the time of
the interview, were having a current experience that was making them feel humiliated or
deeply hurt. For the other 17 participants, their experiences had passed and 10 of them
were still working in the public sector. Of those remaining, six had promotional
opportunities since their experiences, while the others continued to maintain the positions
they had at the time of their experience, even though they had reassignments over the
years.
The existing public officers. Among the 13 participants remaining in the public
service, was the leader who had rejoined the service after being asked to resign and at the
time of the interview, was serving at a level that is comparable to that which he had at the
time he left. However, the current position, which took him two years to attain, allowed
him far more autonomy and a greater span of responsibility than the job he had at the
time he was forced to resign. Since his experience, he has also become re-involved with
the public sector organization with which he had experienced professional hurt. In
sharing his experience in this regard he noted:
I have been invited to serve on a board for one of the agencies in the organization,
and I served. So I am now back where I'm helping to formulate policy…. There
are young people, younger persons who I had employed in the organization and I
had facilitated their development, who are now in senior positions who do call me
from time to time for advice.…I have contacts with people and I maintain that,
and I believe that respect is there.
The experiences of those participant leaders who continued to work in the public
sector also reflected:
•

Leaders who are still being sidelined with nothing to do most days, but are
determined to remain in the situation until retirement. One participant said
that retirement would be another four years; however, she would leave
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before only if she received the “golden handshake.” Nevertheless, she still
enjoys working in the public service
•

A leader who has doubts about the civil service and whether or not he
wants to continue

•

A leader trying to get a scholarship to do further studies so he can be out of
the situation for a little while

•

Leaders who have ministers requesting to work with them

•

Leaders who are being referred to by politicians (ministers and a prime
minister) as having been an excellent public officer

•

Leaders who still enjoy working in the public service

•

A leader who feels vindicated

•

Leaders who feel they are leading now with more sensitivity, emotional
intelligence, patience, reflection

•

Leaders who believe they are getting stronger every day

The former public officers. For those seven research participants who are no longer
in the public service, they have reported;
•

Receipt of a national award after being retired, for contribution to the
public service

•

Called years later to serve as an independent senator and strategic advisor
for the government of the day

•

Individuals are navigating back to him including those who caused him
hurt, because they see the authenticity, principles and values he espoused
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•

Was offered a permanent secretary’s position but refused it because the
previous experience closed the door to the public service

•

Being referred to by ministers and prime minister as the best permanent
secretary

•

Gained citizenship in other countries and serving in the public service

•

Engaging in own business but still seeking justice

•

Feeling good about self

•

Changed leadership style to one that is more participative

•

Regards experience as a “transformative journey”

Still affected. It was noted that whether participants were still in the public service
or not, or their experiences were current or in the past, and no matter how much they said
that they had benefited from their experience, they showed signs of still being affected.
One participant who is still engaged in the public service and who shared how her
experience helped her to appreciate just how resilient she was, had her experience some
eight years prior to the interview. However, she noted:
The feelings were almost as they were yesterday – as vivid as they were. ...So I
suppose it was almost like living through it again. They hadn’t disappeared ...
You probably heard it in my voice just now.
Another participant, for whom it had been 16 years since the experience, but who
was no longer in the public service, remarked:
I probably would never have done this for anybody else, to be honest, because it’s
not something that I particularly want to think about. You know, you put
something behind you and you’re just sort of getting on with your life, and you
don't really want to think about it.
Similar sentiments were also expressed by one of the participants who at the time
of sharing her story, had been recently sidelined following a change in administration.
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This for her was one of several such experiences over the last 18 years. She noted that she
was having mixed feelings as she shared her story, and explained:
I got a little emotional and I felt like crying. You know, when you’re going back
on everything that happened. But the impact of it is, you know, you’re kind of
happy to relate an experience and to know that down the road, the experience will
be used to cause improvements. So the feelings are kind of mixed – good on one
side and then a little emotional on the other.
Nevertheless, the participant went on to say that in spite of all that had happened, she still
enjoyed working in the public service. And despite her current situation, the experiences
had created opportunities for her and all together proved 100% positive for her.
Summary Analysis
The participants’ stories were the sum total of the experiences they had as public
sector leaders, prior to the research interviews and/or were having at the time. While
giving voice to what happened and how, real or perceived, their stories were very
reflective of how participants were made to feel. The stories were thus about the range
and intensity of the emotions of fear, sadness, anger, and surprise that attended their
experiences and the responses they elicited as evidenced in both the negative and positive
effects produced.
The stories showed how the participants’ experiences could not be contained in
just how they were affected, but included the impact it had on their families, friends,
colleagues, and organizations and the possible implications for their public services, their
countries and the region. As the stories told of the varied events that gave rise to what the
participants felt and how they responded, they presented a picture of commonality across
countries and gender, with political influence, lack of trust, lack of integrity and ethics,
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the absence of structures for redress and gender inequality, standing out as the greater
influencers.
But as the stories unfolded, however, they begged the question, could the
participants’ experiences have been avoided and what did it take for them to navigate
their way during the experiences, which they can not only use for future experiences, but
also share with other leaders who might utilize and learn from them. While participants in
their responses were divided on the question as to whether or not professional hurt could
have been avoided, with the majority feeling that it could not, they all agreed that it might
be mitigated. Noting that even the sharing of their stories could be useful in this regard,
participants spoke of how respecting people, developing self, making better decisions,
practicing principled leadership, knowing their organizations, communicating well, and
establishing clear standards might serve to mitigate professional hurt as could a focus on
leadership development interventions.
While only 35% of the participants no longer lead in the public service, and of the
13 who remained, only three (23%) are currently having an experience that is making
them feel humiliated and/or experience deep hurt, all 20 did speak of how their
experiences provided them with opportunities for learning and growth. However, their
stories reflected the fact that the scars from their experiences have not entirely faded with
the passage of time, indicating that professional hurt positively and negatively affects the
way they and other public officers now live and lead.

	
  

122

Chapter V: Interpreting the Research Findings
Introduction
This chapter interprets the results of the data analysis from Chapter IV,
highlighting the ways in which it informs an understanding of the nature of professional
hurt and its relation to change in the practice of public service leadership in the
Caribbean. It addresses the dissertation’s main research question: What are the
experiences of professional hurt in the lives of leaders in the Public Services of the
Commonwealth Caribbean, and what implications do these experiences have for
leadership development in the public service? Guiding the discussion are the study’s six
subsidiary questions:
•

How do leaders in the public sector talk about their experience of professional
hurt?

•

How are the leaders affected by their experiences?

•

What factors emerge from their stories that lead to professional hurt?

•

What resources do leaders mobilize in processing their experience?

•

How has their experience influenced their understanding of their leadership?

•

Can professional hurt be avoided in the course of leading?

Related literature provides the theoretical and conceptual background against
which the research findings are discussed and interpreted. In the process, the similarities,
differences, and gaps between the literature and study data are considered, and the
limitations of the study are examined to see the implications for how the data are
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interpreted, applied, and inform the recommendations for future research. The chapter
then converges in a first attempt toward crafting a model for professional hurt.
How Do Leaders in the Public Sector Talk About Their Experiences of Professional
Hurt?
As the participants shared their experiences of professional hurt, they not only
gave details of what happened, how it happened, what they believed might have caused it
to happen, but they talked about how they were affected as a result, the impact it had on
others, and the national and regional implications they envisaged. They also spoke of
how they were able to navigate their experiences and what they and others can do to
minimize professional hurt.
The emotions expressed. The data indicate that amid the themes that emerged
from stories of professional hurt was a range of emotions totaling 46, with hurt being the
word used most often (17 of 20 participants). That emotions could be so strongly
associated with experiences that cause hurt and humiliation is suggested in Plutchik’s
(1980) general theory of emotions, which postulates that “emotions serve an adaptive role
in helping organisms deal with key survival issues posed by the environment” (p. 8). The
literature does indicate that “a core feature of hurtful events is their capacity to destroy a
person’s sense of safety and security” (Shaver et al, 2009, p. 99). Consequently, the
research participants’ range of emotions could be seen as their reactions toward handling
what were for them, “life crises or survival problems” (Plutchik, 1980, p. 12).
The emotions leaders experienced in this study constituted what are commonly
accepted as basic emotions; sadness, anger, fear, and surprise (Plutchik, 1980). These
emotions, with the exception of surprise, are generally regarded as negative emotions
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(Plutchik, 1980). However, surprise was used in this study as a negative emotion, because
the emotions that were so categorized were all negative. Consequently, no positive
emotions were associated with the leaders’ reminiscing of their experiences of emotional
hurt.
With the exception of surprise, the literature confirms that sadness, anger, and
fear are the same basic negative emotions that are induced for those employees who
experienced rudeness, disregard, and mistreatment resulting from workplace incivility
(Porath & Pearson, 2012). And like the data for this study, the literature suggests that the
majority of those targeted for workplace incivility also reported sadness as the emotion
most associated with their experience (Porath & Pearson, 2012). We could therefore infer
that professional hurt, like other organizational experiences that cause hurt, arouses only
negative emotions with sadness being the most dominant of these.
The gender differences in expressions of emotions. Men and women
participants had similar emotional responses and both experienced more emotions
associated with sadness than any of the other basic emotions, as well as sharing the same
number of surprise-related emotions. However, male participants spoke of more sadness
and fear emotions than women, while women shared more angry emotions. This is
surprising given the gender literature on expression of emotions, as I will discuss below.
Men were more emotionally expressive as they talked about their experiences.
While there were fewer male than female participants (a difference of four), the men
generally identified more emotions than women in relating their experiences of
professional hurt, specifically, more sadness emotions. The largest number of emotions
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any one female participant expressed in talking about their experiences, totaled seven,
while individual male participants identified as many as 13 and 8.
The literature, however, tended to report the opposite of these findings, as it
conveyed “greater emotional sensitivity in females” as opposed to men (Baron-Cohen,
2003, p. 43). The literature also credited women with experiencing and expressing
sadness, fear, and surprise more than men (Blier & Blier-Wilson, 1989; Plant, Hyde, &
Devine, 2000); while reporting that men “experience and expressed anger…more
frequently than women”(Plant et al., 2000, p. 83).
A likely reason for the gender differences in how research participants expressed
their emotions in the study, as opposed to the results of the studies reported on in the
literature, might be the difference in the type of events participants were referencing. Pan
et al. (2014) explained that from their study, men and women differed in the type of
events they would discuss, with women showing a greater preference than men for
discussing relationship type events. One could likely conclude that in sharing their
experiences of professional hurt, men might have regarded this as simply talking about a
matter that was of a professional nature and so they deemed it as far less personal than
their relationships.
Additionally, the study conducted by Pan et al. (2014), identified as its
participants, “college students” with the “mean age 24” (p. 1). Consequently,
participants’ age and professional experiences could also have been another variable that
influenced the differences in how male participants expressed their emotions in this
study, in contrast to that of Pan et al (2014). As noted earlier, participants in this study
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were senior public sector leaders with professional practice in the service ranging from
three to 41 years.
One could also infer from the participants’ stories that the women leaders had on
a number of occasions, shared their experiences with others (family, colleagues, friends),
while the men seem to have not spoken very much about theirs prior to the interview.	
  I
remain curious, nevertheless, as to what other explanations there are, and whether my
gender (female) as the researcher, might have impacted the ways in which both male and
female research participants talked about the emotions that attended their experiences
with professional hurt. This therefore remains a question to be explored in future
research.
The value of talking about hurtful experiences. Leaders (male and female)
gained from talking about their experiences for this research. They shared how the
opportunity to share their experiences made what had happened appear far less awful as
compared to how it had seemed at the time of occurrence. Leaders also shared how they
valued the process of talking about their experiences, as it created for them an
opportunity to reflect in context on what had happened, and in the process they became
even more convinced of the need to “step away from,” “rise above,” “let certain parts of
it go” and “approach things differently.”
Similar to the findings of this study, the literature reviewed pointed to studies
showing that “the act of talking can change the ways we think and feel about traumatic
events and about ourselves” (Pennebaker, 1990, p. 27). In reporting on the studies he
conducted, which had individuals writing about a trauma they had experienced,
Pennebaker (1990) said that the majority of participants spoke of the insights they gained
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in the process and “noted how they understood themselves better” as a result (p. 37).
Respondents in Pennebaker’s studies gained a better understanding and perspective on
their experiences and the emotions and feelings that resulted; in just the same way leaders
said they did with respect to professional hurt, by virtue of their participation in this
study.
It could be argued, however, that this study encouraged research participants to
talk about the experiences they had as public sector leaders that caused them humiliation
and/or deep hurt, while Pennebaker (1990) had respondents writing their thoughts and
feelings associated with their traumatic experiences. Pennebaker (1990) confirmed that
both approaches (writing and talking) are “comparable in effectiveness” based on
comparative laboratory studies that were conducted (pp. 41-42).
The value of leaders talking about their hurtful experiences could also be linked to
authentic leadership. Gardner, Avolio, Luthans, May, and Walumba (2005) regard a
leader’s self-awareness as “a key factor contributing to the development of authentic
leadership” (p. 347). They explained that “trigger events” which are sometimes very
“dramatic”, allow for higher levels of “self –reflection” that in turn results in a leader
gaining a heightened understanding and awareness of self, thus facilitating the
development of a more “authentic self” (Gardner et al., 2005, p. 347).
Not only did the leaders in the study talk about the benefits they personally gained
from telling their stories, but they also spoke of the value they envisaged other leaders
would have from hearing their stories. This was for many one of their chief motivations
for sharing their stories. One leader in noting how he would wish to have his story help
other leaders to create value for themselves, stated:
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And so from the various stories that I or others might share with you, I think you
would be able to chronicle it so that others who might encounter similar…will
find their own parallels to see how they, too, can get over it …So to the extent
that I have shared and others have shared or others will share with you, I’m
hoping that people who would read our own sentiments and even how you might
be able to distill it to see any particular patterns, could help themselves treat with,
deal with, respond to, grow from those instances, even the families, because the
families need to cope with it, too.
The literature does support that not just those who are sharing their life stories
benefit, but also those with whom the stories are shared. For both the teller of the story
and those who are listening benefit, as they reflect and draw meaning from the stories and
develop the confidence to succeed (Kaminski, 2003; J. Turner & Mavin, 2008).
How Are the Leaders Affected by Their Experiences?
Effects, impact, and implications emerged from the data as one of the themes
relevant to understanding professional hurt. Leaders were affected by the actions taken
against them, which caused hurt feelings and gave rise to both negative and positive
thoughts, attitude, and actions. The data also conveys that leaders are concerned with the
ways in which their experiences have negatively impacted others (family, colleagues,
friends, direct reports, organizations) and the far reaching negative implications it has for
the quality of public services in their country and region.
The data identified 49 different ways public sector leaders indicated that they
were affected by professional hurt. These effects suggested that leaders were both
negatively and positively affected by their experiences.
Negative effects: Topping the list of negative effects leaders associated with
professional hurt was the breakdown in their relationships, followed by their being
transferred to another job or location. Both effects were common among leaders across
seven of the nine countries participating in the study. Noticeable, however, was that 83%
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of the leaders who were affected by a breakdown in their relationships, these
relationships were those with the elected officials, and followed with their removal from
their jobs, either because they were transferred, demoted, forced to resign, or fired.
It was not surprising therefore, that leaders indicated that while they were
removed from their jobs without being given any good reasons, the decisions tended to
follow an incident they had with a more senior public sector leader or a minister, or after
a change in their country’s political administration. Participants noted that based on the
information they got from the grapevine, their loyalty was usually questioned in light of
how well they served the previous administration.
Public sector leaders also often connected their transfers with being sidelined,
marginalized, shunned, and feeling forced to request early retirement. Consequently, the
data does suggest that leaders were most affected by professional hurt in how it resulted
in a breakdown in their relationships in addition to them being removed from their jobs
and/or being sidelined and marginalized.
These findings were not surprising, as the literature does concur that dramatic
changes were often made to the leadership of public sector entities in the Caribbean,
resulting in public officers, including permanent secretaries, being terminated or
transferred (Mills, 2000; Nwaskie, 2012; Sutton, 2008).
The literature suggests in line with this study that it has been difficult for public
officers to “gain the confidence of a newly elected Minister when one has worked with
that person’s predecessor for long periods of time, and the perception is that the advice is
skewed towards the philosophies of the preceding government” (Caribbean Leadership
Project, 2012, p. 14). Mills (2000), Bissessar (2003), and Sutton (2008) also pointed to a
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general breakdown in the relationship between ministers and civil servants, marked by
suspicion and a general lack of trust, following allegations of sabotage, bias, and
disloyalty.
Being sidelined and marginalized within their jobs and the jobs they were
sometimes transferred into following a breakdown in their relationships with elected
officials were often referenced in the leaders’ stories. Leaders gave examples of:
•

having the ministry for which they were permanent secretary disbanded but
yet being made to remain for weeks with nothing to do

•

seeing their direct reports bypassing them referring elsewhere (including to
members of the political directorate) matters that should have been referred to
them

•

being transferred to a ministry and sitting there for years with nothing to do

•

within almost two years of being assigned to a ministry, was never once
invited to a management meeting, despite being the second most senior leader
in the ministry

•

denied opportunities for training despite the training being at no cost to the
public service

•

not being able to have realized the promises for development in the role into
which one was demoted despite the recognition that one did not possess the
competencies required for the job.

•

having had the sale of a property they purchased from the government
rescinded

•
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Nwasike (2012) highlighted how lack of trust has resulted in some permanent
secretaries in Caribbean small states, being “transferred to an obscure position within the
public service” (p. 51). This suggests that permanent secretaries when transferred could
find themselves in roles that are intended to have them sidelined and marginalized, a
similar result to which the findings of this study also point.
That job loss might be associated with professional hurt can also be understood in
relation to how much an individual’s job means to him/her. As one leader in the study
noted in relation to the role he had prior to being asked to resign, “it was more than a job
to me.” The literature describes the ways in which those who have been laid off
experience, “extreme misery,” and “rejection” because of how much their jobs mean to
them (Vickers &Parris, 2009, p. 62). It is for them more than earning a living, as it helps
to define who they are. Consequently, there is a “loss of confidence; and loss of feeling
valued and useful” that accompanies job loss (p. 62).
Positive effects. Surprisingly, only few leaders actually left the public service on
their own accord, despite the negative effects of their experiences. Significant too is that
participants felt their leadership was eventually positively influenced by professional
hurt, as they learnt and grew from their experiences.
Leaders chose to remain in the public service. Despite the deep hurt they
experienced and continue to experience as a result of professional hurt, most public sector
leaders chose to remain in the public service. Only 2 of the 20 leaders participating in the
research actually chose to leave the public service and so requested early retirement, even
though 33% shared that they did give thought to leaving. It is interesting to note that one
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of the leaders, who was forced to resign, chose to rejoin the public sector six months
later.
The data does reflect, however, that leaders regarded their service in the public
sector as a direct way to give back to their countries. One leader noted:
I think I got seduced by the work and really by the work. Not by the position. I
got seduced by the contribution you were making, telling us that you are really
making a difference and this work is so important. And I am making headway,
and I can really fix things.
The literature does indicate that it is a typical response on the part of those who
have experienced hurt to want to discontinue the relationships that they believe would
have been the cause (Shaver et al., 2009). However, according to Pearson et al. (2000),
almost 50% of the victims of workplace incivility cases they studied considered leaving
their jobs, but only 12% actually left. This bears some similarity to the 10% of the leaders
in this study who actually chose to leave the public sector and the 33% who actually gave
thoughtful consideration to doing so because of having experienced professional hurt.
The literature also revealed that among employees who experienced incivility at
the workplace, “greater sadness led to absenteeism, but not to exit” (Pearson & Porath,
2012, p. E347). However, if the employees experiencing greater sadness were also at the
lower levels on the organizational hierarchy, they were the ones “more likely to be absent
and exit,” than those of a higher status (Pearson & Porath, 2012. p. E347). This could
likely be a reason for why only two of the 20 leaders in this study chose to leave the
public service, despite sadness being the most dominant of emotions they felt, as they all
represented the two highest levels of administrative leadership.
Despite Pearson and Porath’s (2012) research providing a possible way of
thinking about why leaders in this study might have chosen to stay employed in the
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public sector in spite of experiencing professional hurt, I still consider this an area for
ongoing research. Further research might answer the questions as to whether or not for
some leaders, their status in the public sector bureaucracy and by extension the country,
might have influenced their decision to endure professional hurt; or whether it was their
years of service and where that positions them in relation to retirement; or it might have
been a case that they had grown immune to professional hurt and had simply learnt to
wait for a change in the cycle of experiences that accompany a new political
administration.
Leaders learned and grew from their experiences: Among the positive effects
emanating from professional hurt, as highlighted in the data, are the ways in which
leaders reported that they became stronger, more resilient, and generally better persons.
Leaders also spoke of how their experiences made them wiser on issues of trust,
preparation, documentation, and the management of relationships. They also credited
their experiences with professional hurt for how they became more conscious of ensuring
that their leadership reflected a greater appreciation and understanding of others and their
relationships with them.
The positive effects from professional hurt seem to mirror the results of a study
conducted by Bennis and Thomas (2002a) with leaders from across the public and private
sectors who attested to developing distinguishing leadership abilities out of their “intense,
often traumatic, always unplanned experiences” (p. 40 ). Bennis and Thomas (2002a)
thus noted how these experiences became for their research participants:
A point of deep self reflection that forced them to question who they were and
what mattered to them. It required them to examine their values, question their
assumptions, hone their judgment. And, invariable, they emerged from the
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crucible stronger and more sure of themselves and their purpose-changed in some
fundamental way. (p.40)
The impact on others. Public sector leaders indicated that their experiences with
professional hurt impacted their relationship with others. The data noted that leaders
were sometimes aggressive with their family, resentful toward their leader and
colleagues, and abrasive and combative in their relationships.
The literature seems to suggest that the effects just described above as being
associated with professional hurt are also identified with other hurtful experiences, such
as incivility. According to Pearson et al. (2000), “incivility in the workplace has the
potential to harm targets, their fellow employees and their entire organization, as well as
their friends and family members” (p. 130). Additionally, Felblinger (2008) in making
reference to incivility in nursing, noted that “when incivility and bullying are sustained
through disruptive behaviors in the workplace, nurses suffer and patient care is adversely
affected” (p. 235).
The impact on organizations. Some leaders became tentative and cautious in
treating issues such as discipline or giving ministers and others advice and/or feedback,
or even asking questions for fear that it might be seen in a partisan light. In this regard,
one leader explained:
For your own protection you step back, you hesitate...you take a little longer to
respond to a particular situation because sometimes you have to assess and look at
the game much wider. You might even be guilty of over thinking the problem....
But I know certainly as that individual, I felt I had to do that.
It could be implied from what this leader shared that he was concerned that he
might have lowered his standards for giving his ministers, colleagues, direct reports, and
organization the best and most timely advice and decisions because of how his
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confidence had been shaken by his experience with professional hurt. Additionally,
participants’ reference to their roles being diminished and being sidelined and discarded
with very little or nothing to do indicates a likely fall in individual and organizational
performance results. Consequently, it would be reasonable to think that the public service
might have experienced a fall in performance as a result of professional hurt.
In this respect, another notable piece of research on workplace incivility, which
carries much relevance to the findings of this study, was also undertaken by Pearson et al.
(2000). The results of the research showed that the outcomes of the organizations
suffered as a result of incivility:
One-third...reported that they intentionally reduced their commitment to the
organization as a result of being a target of uncivil behavior. They disengaged
from tasks and activities that went beyond their job specifications...ceased
voluntary efforts… reduced their contributions to the organization as a
whole….Nearly one-fourth…intentionally decreased work efforts in meeting their
own responsibilities as a reaction to the uncivil experience. (p. 130)
Those affected by incivility will also tend to “adjust...to a new state of lowered
expectations” (Porath & Pearson, 2012, p. E334). This could imply that individuals
affected by incivility in the workplace lowered their own standards for performance,
similar to what likely happened with those leaders who experienced professional hurt.
The implications. Leaders suggested that the public sector is becoming a less
than desirable place to work, as the tales of professional hurt are circulated inside and
outside the sector. They reported that public officers who knew of the accounts of
professional hurt, whether they heard of it or witnessed it, became cynical, fearful, and
self-‐protecting, resulting in some taking the decision to “turn a blind eye” and just let
things be once they would not be directly impacted. And then there are those who simply
chose to leave the public service at the first opportunity. The implication of this for the
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public sector is summed up in the words of one of the leaders when he said in reference
to professional hurt,	
  “We really have an under capacitated, incapacitated public sector
because of this practice, significantly because of this practice.”
The aforementioned implications of professional hurt can also be interpreted
against the experiences of workplace incivility. Pearson et al. (2000) in making reference
to research they conducted in this regard, noted:
In more than nine out of ten cases, targets described their experiences to others
inside and outside the organization. Initially, most targets take the stories home;
they tell family members what happened. Also, more than half of the targets share
their experiences with friends outside of work. Within the workplace, two out of
three targets describe the incidents to peers; half of the target details the
incivilities to their workplace superiors; and about 20% pass the details down to
their subordinates. Certainly, spreading such news can impact the workings and
the reputation of the organization adversely. (pp. 132-133)
The literature on workplace incivility could seem to suggest that like professional
hurt its effects are not contained with those who are directly affected by the hurtful
experiences, but families, friends, other employees, and colleagues are impacted, with
negative implications for the reputation and performance of organizations. Given the
central role of the public sector in providing critical services to the citizenry, we can also
see the possible implications for how citizens might be underserved as a result of
professional hurt.
What Factors Emerge From Their Stories That Lead to Professional Hurt?
The data analysis reflected the following five top causes of professional hurt,
arranged in order of the most frequently identified across the nine independent
Commonwealth countries participating in the study.
1) Politics
2) Lack of trust
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3) Lack of integrity and ethics
4) Absence of structures of redress and due process
5) Gender inequality
Politics, trust, integrity, and ethics. Not only was politics identified in the data
as the chief source of professional hurt, but it was also the only cause that was identified
across all the nine countries participating in the study. It was also evident from the data
that politics is inextricably linked to lack of trust and lack of integrity and ethics, as the
same research participants identified all three causes. The data further indicated that
leaders tended to explain their experiences with lack of trust and lack of integrity and
ethics, citing examples that included political influence of one kind or another, even for
those incidents that involved other public officers.
The study data is reflective of the value and regard public sector leaders placed on
their political neutrality, associating it with their professional practice as public servants
and their duty to country. Leaders indicated that regardless of their political views, this
did not affect the advice they dispensed and the decisions they made in the conduct of
their jobs, as they regard themselves as professionals and so work irrespective of the
political party that is the government of the day. One leader noted:
If I had agreed to be corrupted, I could have existed, I could have done very well
in that environment, but I maintain a professional ethic, I have a professional
conscience and I was not willing to do certain things. I was not willing to
politicize myself in other words.... You see...I was not a member of a political
party; I was not a politician, so I was not willing to do things for political ends. I
wanted to be independent, to be as objective as I can, and you just cannot survive
in that environment and be objective, if it’s too political... When you are in a
system that is political, your decisions are made political, it’s not technical, and
it’s not objective. You bend things to meet other ends and other objectives, and I
was not willing to do that.
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The leader’s apolitical stance is understandable, in light of the adaptation of the
Westminster model of parliamentary government within their independent colonies,
which requires “a permanent bureaucracy staffed by neutral and anonymous officials”
(Sutton, 2008, p. 2). As public officers, they would have known that the public service
administration reflecting this feature of the Westminster model as described by Sutton
(2008) requires that they work with equal enthusiasm in the same posts for successive
duly constituted governments of competing parties. The clear expectation of public sector
leaders, therefore, is that while they have their own opinions on desirable policies, they
should be prepared to act on behalf of any duly elected government. These expectations
are driven by the underlying principle of neutrality that characterized the Whitehall
model, which not only assumes a neutrally competent public service, but demands that
public servants be non-political.
Public sector leaders also defined themselves as professionals with a high regard
for personal and professional ethics, integrity, and trustworthiness. Consequently, they
felt hurt to be treated or regarded as political, unethical, and lacking in integrity and trust.
They consider this to be not only detrimental to their reputation, which takes on greater
significance in their small island states (as everybody knows everyone), but an attack on
their sense of duty and a questioning of their professional integrity and their ability and
capability to do good work. This for the leaders is a source of much hurt and humiliation.
Nevertheless, a number of the leaders did confirm having contentious and difficult
relationships with their ministers; while others shared that they generally got along well.
However, as one leader voiced, she would not go against her better judgment on a matter,
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in an effort to avoid confrontation with a minister for the stated reason that, “At the end
of the day I have to protect my integrity. I have to think of what is best for the country.”
The literature does indicate that the political and administrative interface across
the public services in the region has been a long-standing issue, where both elected
officials and public officers accuse each other of lack of trust and lack of integrity and
ethics. According to Nwasike (2012) one explanation is the speed at which ministers of
government wish to have their “political priorities” addressed. This tends to conflict with
the implementation time it takes when permanent secretaries want to “ensure that the
rules and procedures are met subject to transparency and accountability measures”
(p. 50). However, the ministers regard this “as the permanent secretary being
untrustworthy” (Nwasike, 2012, p. 50).
Leaders I interviewed recognize that their approach to supporting government’s
policy direction is sometimes dissimilar to what the ministers require. However, they do
suggest that this does not make them any less committed to implementing the policy. One
participant in the study explains it this way:
Being a public sector leader you want to be analytical, you’re thinking about the
facts, you’re thinking about what will happen 10 years from now in terms of
development. And then the political directorate, they tend to think in terms of a
re-election and sometimes some of them are very short-sighted. So all they're
thinking about is re-election, getting votes, attaining popularity. So when you
want to make a decision you cannot make that decision just based on, for want of
a better word, a good business decision. You always have to factor in, well, “How
would the minister react?” or “How would cabinet react?” Or you might get a
cabinet decision that is just based on political considerations and you have to
make up your mind. “How am I going to implement this decision or this policy?”
So it's just as if you’re walking a tightrope.
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Absence of structures for redress and due process. It was readily evident from
the data that the absence of structures of redress and due process was for public sector
leaders a major cause of professional hurt. Noticeable were how the actions taken against
the leaders appear to be without reason, devoid of any investigations, lacking in care and
regard for their dignity, in addition to reflecting an underlying fear of the power of
elected officials.
Without valid reason. Leaders talked about how they got no explanation for the
decisions made against them or any information to understand what might have happened
to cause them. As a result, they oftentimes felt forced to assume or resort to the
grapevine, so as to be able to make some sense of what was happening to them. And
generally, the responses received indicated that the decisions were politically motivated.
This was usually consistent with the leaders’ own assumptions, as the decisions tended to
follow on the heels of an incident with a minister or a change in government.
Without an investigation: Leaders were in general agreement that the necessary
investigations did not precede the decisions made against them. And for the only two
leaders who did get an opportunity to discuss at the highest level (with their prime
ministers) what had occurred between themselves and their minister, the decisions that
followed favored their ministers and not them. While another leader also met with the
prime minister, it was for the purpose of being told that there would be no discussion on
the matter, except to advise that because the minister no longer wanted to work with her,
she would be transferred.
Without due care for one’s dignity. Leaders were also hurt by the suddenness of
the decisions made against them. After years of faithful service, they were terminated,
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asked to resign, and/or transferred with immediate effect. This they regarded as an action
that was usually taken with respect to persons who were guilty of gross misconduct. And
so for the same treatment to be applied to them, despite their track record of performance
as public servants and for which some had earned national awards, they expressed that it
“was not deserved” and they felt used,” “devalued,” “diminished,” “betrayed,”
“ambushed,” “manipulated,” and “cut off at the knees.”
It could also be regarded as the absence of care and a lack of regard for one’s
dignity, for a leader to be told that a minister or an administration does not want to work
with them and wanted them out, in spite of finding no fault with their performance. That
leaders are hurt by this, could be understood around the idea shared in the literature, that
one’s dignity is affected not just by their own sense of self and presentation of self, but
also in how they are treated by others (Mattson & Clark, 2011; Sayer, 2007).
Fear of elected officials: On closer examination of the study data, it seems to me
that the absence of structures for redress and due process was also about their inability to
stand up and challenge the elected officials’ decisions that were made against them. As
an example, one research participant, in noting her response to a transfer and a demotion
following the change in her country’s administration, said:
Somewhere around that period, they transferred me.... Now status-wise, that was a
demotion, but I realized that you have to pick your battles and you can’t go and
fight what you won’t win.... So I did not fight any battle. When the Public Service
Commission called me, I said I will go and give my 100% best effort.
While not underestimating the constitutional responsibility and power of a
minister of government, it seems plausible that the absence of a clear policy for handling
grievances at the leadership levels in the public service might partly explain why so few
leaders stood up and challenged the decisions made against them.
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A review of Jamaica’s first Grievance Policy for the Public Sector, published in
2012, indicates a clear process that public sector officers, that is, those lower in the
hierarchy, would pursue to have their grievances resolved. The policy articulates a
definite role for public sector leaders such as permanent secretaries, chief executive
officers, and heads of department, in ensuring that the grievances are addressed.
However, the policy does appear to be silent on how these leaders would themselves have
their grievances attended to and thus seem to suggest that the policy had been crafted
under the assumption that public sector leaders cannot be the aggrieved party.
While the effort to obtain grievance policies for the other Commonwealth
Caribbean islands that are included in this study was not exhausted, I did not find any
other policy for reference. However, despite not being able to confirm the existence of a
grievance policy for the other public services, it could be suggested that none exist or
existed at the time the research participants had their experiences. Or, if they did exist,
they were not being used, as eight of the 20 participants representing four countries,
indicated that the absence of structures for redress and due process was a cause for their
professional hurt. Additionally, none of the stories across the 20 participants
acknowledged even slightly that what had happened to cause them hurt was treated with
in keeping with an established process.
The research data also suggests another possible response as to why public sector
leaders might fear challenging the hurtful decisions ministers make against them. Leaders
were hurt by how issues that developed between themselves and elected officials got
played out in the public media. Leaders talked about how their ministers and or other
politicians would share reports or make statements to the media, which placed them as
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public sector leaders under greater public scrutiny, and resulted in an attack on their sense
of duty and professionalism. This oftentimes led to aspersions being made as to their
honesty, ability, capability, and credibility.
Participants noted that as public officers, they are prohibited from responding to
the media, and so their inability to set the records straight became their bigger hurt.
Leaders thus feared that their reputation was being tarnished, as doubts surrounding their
guilt or innocence hung over their heads in the public domain and sometimes were even
made worse when they were removed from their roles and reassigned. The small sizes of
the islands also seem to have exasperated the issue as one participant noted, “In a small
society where everyone knows you, you are the news.”
A review of the Official Secrets Act 1920 (s.2) for Jamaica and a 1911 copy for
Barbados, which carries a declaration to be signed by public officers on their appointment
to the public sector, indicates that public sector employees are clearly prohibited from
disclosing information that they have obtained by virtue of the office held. To do so
would lead to their being guilty of a misdemeanor.
While no other Official Secrets Act was reviewed other than those for Jamaica
and Barbados, it is assumed that what obtains for these two islands, would be the same
for all the other independent Commonwealth Caribbean countries, as our public services
are similar and the legacy of British colonization, as earlier discussed. The act could thus
be interpreted as forbidding public sector leaders from defending themselves in the public
domain and consequently, gave politicians the latitude to reign there supreme.
Gender inequality. Six women leaders, representing six of the nine countries,
identified gender inequality as a cause for their professional hurt. These women felt that
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they were still working in a male dominated environment where lack of respect and
regard for women continues to exist. Five of the six women leaders experienced gender
discrimination at the level of the elected officials (ministers, deputy ministers, and prime
ministers).
A check made on the websites of the 12 independent Commonwealth Caribbean
countries indicated that for all except one country, men occupied 80% to 91.7% of the
cabinet positions. Only one country did better, 66.7% men to 33.3% women. However,
whether coincidence or not, none of the participants who identified gender as a cause for
professional hurt were from this country. It is quite likely that numerical gender
imbalance, in the composition of the cabinets for these countries, contributes to cultural
and societal bias favoring men in top leadership roles, and hence to a climate that
enhances professional hurt against women.
The Bureau of Women’s Affairs, Jamaica (2013) purports that “cultural and
societal biases against women” (p. 1) do still exist. The bureau noted this with specific
reference to Jamaica, despite the government’s commitment “to the principle of gender
mainstreaming and … the need to redress the negative imbalances which discriminate
against women” (Bureau of Women’s Affairs, Jamaica, 2013, p. 1).
What the Causes Tell Us
The 22 causes of professional hurt as identified in the data, and in particular the
top five (politics, lack of trust, lack of integrity and ethics, absence of structures for
redress and due process and gender inequality), when compared to organizational
miasma, organizational toxicity, and workplace incivility, would suggest that professional
hurt is unlike any other work related experiences that create hurt feelings.
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Identifying the factors that lead to miasma, Livers and Solomon (2010) purport
that “social identity, historical conditions, hegemony, and competing assumptions
coalesce in the social environment to create miasma” (p. 147). They further explained
that the greater the lack of trust and respect that characterize the interactions between the
dominant and non-dominant groups, the more miasma increases as does its effects on
individuals and the organization (Livers & Solomon, 2010, p. 148).
Frost (2007) described organizational toxicity as a “confidence sapping, esteemdraining pain.” This experience he noted, results from “abusive managers, unreasonable
company policies, disruptive coworkers or clients, or from poorly manage change”
(p. 14). Consequently, Kusy and Holloway (2009) noted that “toxic personalities are part
of a complex system, which is the source of their power” (p. 11). The same holds true for
workplace incivility, which is regarded as the consequence of workplace “norms of
respect for fellow co-workers” being violated (Pearson et al., 2000, p. 126).
Organizational miasma, organizational toxicity, and workplace incivility give rise
to hurt feelings, negatively impact individuals and organizations, and are characterized by
factors such as lack of trust and respect. These are some of the very same factors
associated with professional hurt. One could likely surmise, therefore, that professional
hurt can also result from organizational toxicity, incivility, and miasma. What could be
considered to be special about professional hurt, however, is the combination of deep hurt
a leader experiences as a professional combined with the undermining of his/her sense of
professional pride, dignity, and confidence. Professional hurt, as conceptualized in this
study, is defined in terms of how it is experienced by the victim, while the literature on
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toxic workplace, even though it recognizes the impact on those affected, gives the
impression that the greater attention is on perpetrators of toxicity.
How Have the Leaders’ Experiences Influenced Their Understanding of Their
Leadership?
While not on the leaders’ list for the most talked about causes of professional
hurt, and only explicitly named by one leader, I did find it worthy of note that the data
indicated that leaders were hurt, when the actions of other public sector leaders and those
of elected officials contradicted the expectations they had as to how these individuals
were to function as professionals and in keeping with the standards against which they
were being held. Talking about how the unmet expectations he had of other public sector
leaders, including his minister, caused him professional hurt, one leader shared:
I’ve observed that there are expectations for holding ...this position of
leadership.... There are certain expectations from the political directorate... your
co-workers– your colleagues. But then there are actions that appear to undermine
those expectations. So you’re called upon to uphold a particular standard but the
very persons who are holding you to the standard, their very actions undermine
that standard, the result of which ends up being a source of confusion and in some
instances, a sense of hurt. Because it begs you to question or to re-examine how it
is that you're feeling about your job....So in general terms, I think there is this
contradiction of expectations and actions and then you have to find the strength as
an individual to constantly mediate between those tensions... That can be
disheartening a lot of the times; causing you to question why you are doing this,
whether it is worth it or not. And sometimes it leads you ...to question, “is this the
right place for you to be?” So generally speaking, that's how my...professional
hurt comes.
One leader with more than 35 years of service in the public sector also noted,
“Throughout my career, what I realized is that we don’t want things done properly. We
only say we want things done properly, but we really don’t.”
Another leader spoke of his disappointment with the chairman of a public sector
board, who had reneged on the discussions they had around his remuneration package at
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the time of his engagement. He thereafter communicated to the chairman that he would
resign if the matter wasn’t resolved within a particular time frame, but only to find that
his services were later terminated with no reasons given. At this point, there were
ministers who sought to get involved, as they felt the matter had not been handled
properly. However, the then prime minister intervened and advised that it was a matter
for which the ministers’ responsibilities did not extend, in addition to it being no business
of theirs. This leader regarded what occurred as not only “unprofessional” but a cause for
his “hurt.” He neither expected the actions of the board chairman nor that of the prime
minister, given the responsibilities entrusted to them in their roles.
It could be inferred from the foregoing and a number of the stories shared for this
study, that public sector leaders’ experiences quite likely caused them to recognize just
how much they valued the need to have their leadership uphold the highest standards and
to be doing the right things. Emphasizing this, one leader noted:
I think if you try to be honest in an environment that is not honest; it’s very
difficult to survive. And I tried to be professional, to do the right things. And if
you are doing that and the environment in which you're existing or working is not
in the same light, does not see things in the same light, it’s very difficult.
It is no wonder therefore, that political interference, lack of trust, lack of integrity
and ethics, absence of structures of redress and due process, lack of principled leadership,
and corruption were among the causes leaders identified for their professional hurt. The
themes that emerged from the data capturing the leaders’ recommendations for how they
and others could avoid causing professional hurt might also be an indication as to how it
is that their experiences with professional hurt influenced their understanding of their
leadership. Included among their recommendations was a seeming strong focus on leader
development (respecting people, developing self, better decision making, principled
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leadership, communicating well) even as it gave attention to leadership development
(knowing the organization, a need for standards).
Discussed earlier in highlighting the positive effects emanating from professional
hurt were the ways in which leaders reported how their experiences made them more
conscious of ensuring that their leadership reflected a greater appreciation and
understanding of others and their relationships with them. As one leader compared his
leadership at the time of the interview to when he had first experienced professional hurt:
I’ve moved from being very directive to being more participative, so getting a
better understanding of where people are on a particular issue before moving
rather than deciding by myself. I suppose if I were in an emergency situation I
would resort to what I think is right, but because I'm not doing anything that is
immediately detrimental to anybody's life, I have time and space to actually use a
style which is much more participative and gets people’s involvement. I mean,
even constructing a learning intervention now, there was a time when I didn't
actually realize that talking to people and finding out what they want is an
important thing. So even engaging with people now to find out, “Well, what
would they find useful, and what would they want?” even that, for me, is a
difference in my approach. But that has come through some formal development
but also just realizing that people buy into what means something for them.
While the study suggests that leaders’ experiences influenced their understanding
of their leadership in a positive way, so does the literature. Bennis and Thomas (2002b)
purport that for the leaders they studied, they encountered “crucibles,” which they
defined as “difficult events” (p. 4). These presented for the leaders “a test and a decision
point” that caused them to reevaluate their values, identities, judgment, and abilities
toward perfecting, discarding or building a new. And so Bennis and Thomas (2002b)
asserted that “every crucible is an incubator for new insights, ideas, and conceptions of
one’s self” (p. 162), thus suggesting that the leaders’ difficult events influenced how they
came to understand and define their leadership.
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What Resources Do Leaders Mobilize in Processing Their Experience?
Public sector leaders were able to identify 45 different resources for coping with
and surviving professional hurt. The most utilized was faith followed by the support
received from family, colleagues, friends, and staff. This finds resonance in the literature,
which shows that it is not uncommon for leaders to turn to faith or support systems to
cope with difficult experiences (Jayaratne, Himle, & Chess, 1988; Walker, 2009).
Faith and spirituality. While the research data indicated that men (50%) and
women (67%) drew on their faith to cope with professional hurt, the literature available
for review only focused on studies related to women and in particular African American
women. One study with older women indicated that their faith and spirituality can be
among their most essential resources “to buffer negative effects of distress, deprivation,
and adversity” (Washington, Moxley, Garriott, & Weinberger, 2009, p. 443).
Interesting too were the findings of a study undertaken by Mattis (2002). Her
study showed that women’s spirituality assisted them to not just accept, face, and deal
with their experiences, but to also learn and grow and give meaning to their lives, even as
it helped them to “act in principled ways” (Mattis, 2002, p. 317).
Walker (2009) also purported that there is “the tendency for African American
women leaders to draw on faith and spirituality as a means for coping with negative
experiences” (p. 653). This she believes has much to do with their “historical and cultural
background” and their need to “interact, seek support, and engage in dialogue with
others” (p. 653).
While Walker (2009) made specific reference to African American women
leaders, the idea that their historical and cultural background could have been what
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influenced their use of faith in coping with difficult experiences might also be considered
for this study. The 12 leaders, who identified that faith was one of their ways of coping
with professional hurt, are all of predominantly African descent. Our Caribbean culture is
indelibly marked with African influence. However, the eight who did not mention faith
are also of predominantly African descent.
Support. Fifty percent of the leaders in this study indicated that they had
benefited from either the support of their family, friends, or colleagues in coping with
professional hurt. One leader commenting in this regard stated:
Encouragement from people, including my husband and my family, were
continually reminding me that I'm really very good at what I do. Or that I did do a
lot, or that I did make a contribution. Or the staff will call and say, “Thank you.
You really made a difference here.”
The study showed no gender differences in how leaders accessed support to cope
with their professional hurt. Of the eight male participants, four (50%) identified the
social support they received from others as part of what helped them to cope with their
experiences, while six of the 12 (50%) female participants indicated likewise.
The literature bore some similarity with this study, indicating that individuals who
accessed the support systems in their organizations, “generally reported benefiting from
this” (Jayaratne et al., 1988, p. 191). However, it did not hold quite the same on the issue
of gender, as the literature showed that “females were marginally more likely than males
to talk to others” about the difficulties they were having, as they worked in the
organization (Cunningham, Barbee, & Mandal, 2009, p. 444). This does not differ much
from the study data, which reflected equal gender percentages in sharing their painful
experiences with others.
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Pulley and Wakefield (2001) found that leaders felt that the support from
“personal and professional relationships” provide a different perspective on their
challenges. This works as the “safety nets... to break your fall in times of trouble” and to
build resilience (p. 17). It also encourages leaders to “collaborate, share perspectives,
broaden…worldview, strengthen…vision, teach and learn new skills and stay attune to
your environment” (p. 17). This was also the experience of research participants for this
study, as noted in one of their comments:
When we shared with our Canadian colleagues we realize that some of the issues
that we face as public sector leaders were not just peculiar to the Caribbean. Our
Canadian colleagues had similar experiences, maybe just on a different scale.
	
  

Can Professional Hurt Be Avoided in the Course of Leading?
While research participants were divided in their responses as to whether
professional hurt could be avoided, 12 (7 women and 5 men) across eight of the nine
countries involved in the research indicated that it could not be avoided. The reasons
given were generally around the idea that hurt is unavoidable in dealing with people and
being a professional and a leader. The six leaders who said professional hurt could be
avoided they posited the thought that this would have to be a conscious act, buoyed by
the leader’s respect and empathy for others and the commitment to not let others leave
our presence feeling diminished.
However, whatever the leader’s position on the question was, there seems to have
been a general consensus that the question ought not to be whether or not professional
hurt could be avoided, but rather the focus should be more on the question of what could
be done by them and others, to manage in a way that it did not undermine one’s
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leadership. As one leader noted in reference to the question as to whether or not
professional hurt could be avoided:
I would say you probably have to be lucky or very politically astute. The answer
is probably more about how you cope rather than whether you can avoid it.
Studies in the area of other painful workplace related experiences, such as
miasma, incivility, and toxicity confirm this strategy.
The question of avoidance. The responses of the research participants (60%) are
clear; professional hurt cannot be avoided. In reference to workplace incivility, Pearson et
al. (2000) noted that “there are corrective and protective actions available throughout the
employment life cycle that can help to minimize the occurrence or recurrence of uncivil
episodes” (p. 133). Pearson et al. thus seem to take for granted that workplace incivility
will occur at one point or the other.
Kusy and Holloway (2010) purport, however, that organizations can create a
culture that does not encourage or maintain incivility, through the promotion of
“respectful engagement as the organization’s mantra” (p. 53). This they suggest would
require the implementation of “a whole-systems approach” that focuses on strategies to
promote respect at the organization, team and individual levels (p. 55).
Frost (2007) contended that toxicity “is a normal by-product of organizational
life” (p. 8) and thus implies that workplace toxicity cannot be avoided. Livers and
Solomon (2010) stated that “a number of factors can mitigate miasma’s influence”
(p. 150), even as they made mention of “managing miasma” (p. 152), and so they too
maintain that this phenomenon cannot be avoided.
Like the 40% of the leaders who felt professional hurt can be avoided, Kusy and
Holloway (2009) alleged similarly for toxicity. To this end they recommend a proactive
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approach “to create an organization that operates with values supporting human dignity
with a focus on respectful engagement” (Kusy & Holloway, 2009, p. 193).
Mitigating professional hurt. The data produced 41 behavioral descriptors
revealing public sector leaders’ ideas for how professional hurt might be mitigated. All
seven categories that emerged from these behavioral descriptors, (respecting people,
developing self, better decision making, principled leadership, knowing the organization
and communicating well, a need for standards) were directly related to how they as a
professional would need to lead, as would those who hurt them should, in order to
improve their leadership.
Additionally, the 27 ideas research participants shared as those for leadership
development aimed at mitigating professional hurt, further emphasized the importance
they attached to leadership. These reflected nine areas of leadership development focus:
1.

self-leadership

2.

the political and administrative interface

3.

building networks of support

4.

building self confidence

5.

leading others

6.

human resource management

7.

public sector orientation

8.

job rotation

9.

corporate governance.

Of the areas identified for leadership development to mitigate professional hurt,
self-leadership was the area of focus for which the leaders provided the greatest detail.
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This would suggest that they recognized the individual responsibility they had as leaders
to secure the requisite leadership competencies to influence their leadership, so that it
would not become a cause for professional hurt. A focus on self-improvement seems to
imply that they did take some responsibility as well, for the hurt they experienced. It also
highlights the importance they ascribe to leadership development as a critical support to
ensuring that public sector leaders do indeed lead differently, in spite of experiencing
professional hurt.
A further interpretation of the leadership development interventions
recommended for mitigating professional hurt was made in relation to how they could
address politics, lack of trust, lack of integrity and ethics, absence of structures of redress,
and due process and gender inequality in mitigating this phenomenon. However, the areas
of focus identified for leadership development did not seem to sufficiently address
politics, even though it appeared to generally cover the others. Political and
administrative interface was the only area of leadership development focus identified that
appeared to have been directly related to the issue of politics.
It is likely that the leaders did not identify other areas of leadership development
to address the issue of politics, their chief cause of professional hurt, as they might have
thought that the interventions needed were more around policies and established
standards of engagement and process. However, the research participants did recognize
the need for politics as a cause for professional hurt to be addressed, if professional hurt
is to be mitigated, as is evident in the following suggestion made by one of the leaders:
This may sound really crazy. I would love for some political leaders, persons who
have served as ministers, to share their perspective on their observations or
experiences in this regard, what we're talking about, this phenomenon, and what
their views are as to how important it is to be addressed.
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Indeed, this highlights a most important area for future research and a source of
invaluable information and support for mitigating professional hurt.
In just the way that the study would seem to place emphasis on leadership as
central to mitigating professional hurt, a similar pattern was noticed across the work of
Pearson et al. (2000), Livers and Solomon (2010), Frost (2007), and Kusy and Holloway
(2009) in the sense that they all regard leadership as being most vital for mitigating
hurtful experiences in organizations. Kusy and Holloway (2009) purported that “in
relation to toxicity, the greatest opportunity for renewal is through leadership and team
development” (p. 193). Their strategies for leadership development include
benchmarking, leadership development programs, and mentoring (Kusy & Holloway,
2009).
Summary Conclusion: Toward a Model for Professional Hurt
The foregoing interpretation of the research data, does point toward a model for
professional hurt. For while accounts of participants’ experiences of professional hurt
were all different, there were definite commonalities in what they said happened, how it
happened, why it happened, and when it happened.
When considered all together, the data presented a pattern that reflected leaders
being removed from their jobs through transfers, demotions, being asked to resign or
being fired, and having their services terminated. Revealed also were leaders being
sidelined and marginalized within their jobs. Leaders’ stories on how these experiences
happened indicated that due to the absence of structures for redress and due process,
decisions were taken without any valid reasons given, or investigations taking place and
any due care to protect their dignity.
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While leaders spoke of party politics, a lack of trust, lack of integrity and ethics,
and gender inequality among their 22 causes for professional hurt, political interference
was the one that most leaders identified across all the participating countries. Politics thus
had an undeniable presence that seemed to have wormed its way into most of the leaders’
responses, making it the main cause for their experiences of professional hurt.
Based on the collective data, isolating the point at which professional hurt
happened is really what seems to define this phenomenon. It is therefore my assumption
that professional hurt occurs at the point when a leader becomes deeply pained with
feelings of sadness, surprise, anger, and fear; having determined that based on what
happened, how it happened, and why it happened, a perception has been created that
cause others to question their capability, credibility, and worth as a leader. This serves to
support a continued use of the definition for professional hurt that was articulated at the
beginning of this study: the mental and emotional pain encountered during an experience
that violates ones professional dignity and the pain that attends the certain feeling that
one has lost his/her claims to respect as a professional and as a leader.
The research findings also indicate that the effects of professional hurt transcend
the affected leader to impact others, and can create implications at the organizational,
sector, national, and regional levels. It was also recognized by the majority of the
participants that Professional Hurt cannot be avoided, but can be mitigated with effective
leadership that is supported by the requisite leadership development focus. The following
untested model (Figure 5.1) was thus created for professional hurt:

	
  

157
What	
  
Happened	
  

Leader removed
from job:
• Breakdown in
relationships
• Transferred
• Demoted
• Terminated
• Forced to Resign

How it
Happened

Whithout Reason

Without an
Investigation

Why it
Happened

Politics

Lack of Trust

Lcak	
  of	
  Integrity	
  
and	
  Ethics	
  

Without	
  due	
  
Care	
  for	
  the	
  
Leader's	
  Dignity	
  	
  
Sidelined	
  and	
  
Marginalised	
  
within	
  the	
  Job	
  

Absence	
  of	
  
structures	
  of	
  
redress	
  and	
  due	
  
process	
  

Gender	
  
Inequality	
  

When it
Happened

Leader	
  becomes	
  
deeply	
  pained	
  with	
  
feelings	
  of	
  sadness,	
  
surprise,	
  anger	
  and	
  
fear

Leader	
  concludes,	
  
that	
  based	
  on	
  what	
  
happened,	
  how	
  it	
  
happened	
  and	
  why	
  it	
  
happened,	
  a	
  
percep@on	
  has	
  been	
  
created	
  that	
  now	
  
have	
  others	
  
ques@oning	
  his/her	
  
capability,	
  credibility	
  
and	
  worth	
  as	
  a	
  leader

Eﬀects	
  
PROFESSIONAL
HURT...
is	
  the	
  mental	
  and	
  
emo-onal	
  pain	
  
encountered	
  
during	
  an	
  
experience	
  that	
  
violates	
  ones	
  
professional	
  
dignity	
  and	
  the	
  
pain	
  that	
  a7ends	
  
the	
  certain	
  feeling	
  
that	
  one	
  has	
  lost	
  
his/her	
  claims	
  to	
  
respect	
  as	
  a	
  
professional	
  and	
  
as	
  a	
  leader.

(Leader)	
  

Impact	
  
•
•
•
•

Family	
  
Friends	
  
Colleagues	
  
Public	
  	
  
officers	
  

Implications	
  
• Public	
  
Service	
  
• National	
  
• Regional	
  

	
  

Figure 5.1. A model of the context and consequences of professional hurt.
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Chapter VI: The Implications
This chapter discusses the implications of the study for leading change in the
practice of public service leadership in the Caribbean and for informing leadership
development programs aimed at mitigating professional hurt. How the study might
inform future research toward developing a growing body of knowledge for professional
hurt is also discussed. Highlighted too are the ways in which my personal learning and
growth as a scholarly practitioner has been impacted.
What Is Professional Hurt?
A remarkable outcome of this study is how readily the notion of professional hurt
seems to resonate with public sector leaders. As the leaders’ stories were analyzed, it
became clear that all facets of their hurtful and humiliating experience, sometimes
stretched over a period of time, and informed what I have called professional hurt.
However, there is actually an identifiable point at which professional hurt occurs. This is
the point at which a leader becomes deeply pained with feelings of sadness, surprise,
anger, and fear; having concluded that based on what happened, how it happened, and
why it happened, a perception has been created that have others questioning their
capability, credibility, and worth as a leader. I have thus proposed the following as a
definition for professional hurt: “The mental and emotional pain encountered during an
experience that violates ones professional dignity and the pain that attends the certain
feeling that one has lost his/her claims to respect as a professional and as a leader.”
As with any definition, this covers essences, but not the full measure and
complexity of professional hurt as it is embodied and lived in the public sector leaders’
stories. Professional hurt is deeply painful, but it can also be overcome. It is personal as
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an experience but also part of a system that is larger than the individuals who have been
hurt.
Professional hurt is deeply painful but it can be overcome. The study indicates
that while public sector leaders were deeply hurt from the experiences of being removed
from their jobs, whether through transfers, demotions, being forced to resign or retire, or
were fired, the damage was not beyond repair in terms of their own sense of dignity. And
neither were their experiences of being sidelined and marginalized in their jobs. From all
indications, public sector leaders were able to navigate their way and survive the
experiences with professional hurt as a result of their faith; supportive families, friends,
colleagues and staff; personal values; and the training and development opportunities
they pursued before and during the experiences.
It should be qualified, however, that those who did not recover from the pain
might not have been willing to share their experiences in the way the current participants
did. Additional research is therefore necessary to establish whether recovery is a common
phenomenon.
While the painful memories of the experiences remained with the leaders for the
most part, they could speak of how their transfers often proved beneficial and the
demotions created opportunities for them. Six leaders were promoted after their
experiences; while others continued at the levels they were before and gained added
experiences working in new roles. Leaders who chose to leave the public service or had
the decision made for them, moved on to excel overtime, as other opportunities were
created. Consequently, leaders reported being invited after they had left the public
service, to serve in roles such as that of permanent secretary, independent senator, and
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strategic advisor for the government, and even being nominated for a national award.
Leaders, who were actually experiencing professional hurt while the research interviews
were being conducted, indicated that they were coping and navigating their way with
personal and professional learning and growth occurring in the midst of the hurt.
Professional hurt is systemic as it is personal. The research data indicated that
the main causes of professional hurt were politics, followed by lack of trust, lack of
integrity and ethics, the absence of structures of redress and due process, and gender
inequality. These causes suggest that even though professional hurt affected the leader as
a person and a professional, it is not a personal problem, but a problem that is
symptomatic of the social systems at work in the respective countries.
Seventeen of the 20 public sector leaders involved in this research worked in the
civil service and the remaining three in the public service. All together the leaders formed
part of a set of social systems as depicted in the diagram below:

Figure 6.1. Taylor Public Sector representative model. Reprinted from “State of Public
Service Leadership Capacity: Contemporary issues and role of Public Service Training
Institutions,” by E. S. Taylor, 2009, CAPAM Conference 22-24 June, 2009 at INTAM,
Kuantan, Malaysia. Copyright 2009 by E. S. Taylor. Reprinted with permission (see
Appendix B).
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How the leaders in this study experienced professional hurt must therefore be
framed against these social systems with a fulsome understanding of all its stakeholders.
Indeed, public sector leaders have many stakeholders with different interests, influences,
and expectations. They include not just the staff in the ministries or public sector bodies,
but the elected officials and the citizenry. This might suggest that professional hurt is not
necessarily a planned attempt to destroy a leader, but the result of a poorly managed
social system in which complex and extensive interdependencies exist among
stakeholders who are continually influencing, with their own needs and expectations. One
of the research participants articulated a similar point of view, when he purported:
We should also note that professional hurt is generally not a premeditated act but
mostly the by-product of a dysfunctional organization, dysfunctional relation and
a lack of appropriate organizational systems to take care of interpersonal
interactions.
It is recognized, that failure to fully acknowledge the social systems at work
would only result in an underestimation of the complexities associated with professional
hurt and hence an over simplification of its implications for leading change in the practice
of public service leadership in the Caribbean.
The Implications of Professional Hurt for Leading Change
The statements made by the following two participants best summarize the
implications of professional hurt as expressed in their stories. One participant noted:
We are hemorrhaging the capability and the capacity of the country's public sector
to deliver what it's supposed to deliver at this critical time. And there are so many
demands being made of the education system, of the fire system, of the health
system. For crying out loud, this is the time you need help and to hold on to the
best talent you have. We are wasting talent to the detriment of our country.
This echoes the sentiments of the leaders interviewed for this study, that
professional hurt is denuding the public services of its leadership talent and that this will
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affect how citizens are served. This is significant as never before have the public services
across the Caribbean being called on to provide better leadership to a “highly educated,
informed and more discriminating” citizenry with “higher expectations for the quality of
service, and the efficiency and effectiveness of public services delivered” (Planning
Institute of Jamaica, 2009, p. 67).
The following comments from another research participant also indicate the
implications of professional hurt for sustained national development, which would
undoubtedly affect our preparedness for developed country status. Making specific
reference to how politics as a cause for professional hurt compounds this issue. The
participant commented:
Politics to me is an area that requires much more reform, much more authenticity.
It is not deep, it is not real. And unless we have politics that is cleaner, is real, that
provides the policies and the basis for law, we're not going to have sustained
development.
Indeed, the implications of professional hurt for our public services, countries,
and region underscore the need for a change in public sector leadership in order to
mitigate this phenomenon. One could argue that the leaders who participated are biased
about the larger impact of professional hurt. Because of their own hurt, one could say,
they might have exaggerated the ramifications of the phenomenon. However, a systems
approach actually validates their concerns about the leadership quality.
The social systems in which public sector leaders operate, with the
interconnectedness between critical stakeholders, emphasize the complexities of
professional hurt and hence its implications for leading change. There are really no
surprises that it is so, for people are complex systems in and of themselves, and so
together they create an even more complex system, especially within a public service
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bureaucracy and a historical and cultural context of mistrust, political interference,
gender inequality, lack of integrity and ethics, and the absence of due process.
Consequently, to mitigate professional hurt and its implications for the
Commonwealth Caribbean, we should seek to address this phenomenon with a systems
approach that facilitates broad stakeholder consultation and participation across the
public sector change efforts that will be required. As Kusy and Holloway (2009)
indicated with regard to workplace toxicity, “addressing the system is the only way… to
handle the problem effectively and inoculate the organization from further damage”
(p. 11).
Senge, Kleiner, Roberts, Ross, and Smith (2009) expressed a similar sentiment
when they purported that
master managing organization change....must be accomplished through methods
that get the entire organization engaged and committed, both in favor of the
shared vision and in a rigorous search for the truth.... Any coercive process, no
matter how well intended, simply cannot ultimately result in commitment.
(p. 438)
As if to add strength to their argument, they further comment that “during the last
few years, a new understanding of the process of organizational change has emerged. It is
not top-down or bottom-up, but participative at all levels-aligned through common
understanding of a system” (Senge et al., 2007, p. 89).
Mention of a “common understanding of a system” does suggest the need for
training and development. However, my past experience in leading change initiatives
does support the view that “participative processes can overwhelm” leaders, given “the
complexity of human interactions” (Wheatley, 2007, p. 89). Consequently, the change
that will be required to mitigate professional hurt would need to begin with public sector
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leaders who acknowledge that this phenomenon does exist and can no longer be kept
under the table, and they will need to develop the requisite competencies to treat with it.
With this study I hope to contribute to a broader acknowledgment of the problem of
professional hurt, while also offering suggestions for change.
It was evident from the results of the study that public sector leaders did recognize
their individual and collective roles in leading the change for a different public sector
leadership that would mitigate professional hurt. For not only did they identify the
changes they made in their leadership practice as a result of their hurtful experiences, but
they identified the further changes that they and other leaders would need to make. They
also recognized that fundamental to their making these changes was the need for
leadership development as a tool, which would help them sharpen their skills to make
further personal adjustments as a leader and be able to help those who have developed a
jaundiced eyed of the public service, to move past the hurt, pain, and negativity. In time a
leadership ethos would be engendered across the public service that might prevent,
address, or transcend professional hurt.
Implications of Professional Hurt for Leadership Development
The results of this study speak to the need for more focused attention to leadership
development for public sector leaders, which will allow them the opportunity to acquire
the competencies necessary to navigate and mitigate the complexity and scope of
professional hurt. The leaders’ recommendations for the design and development of
leadership development interventions for the public sector as captured in Chapter IV are
borne out of their lived experiences. An attempt is made in Table 4.7 to consolidate and
align these recommendations to the behavioral themes used to categorize research
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participants’ ideas for how public sector leaders (themselves included) can avoid causing
professional hurt. It thus provides a basis for a possible road map that might serve to
inform leadership development programs that could help develop leaders to navigate and
mitigate professional hurt.
Table 4.7
Behavioral Responses and Areas of Leadership Development Focus to Mitigate
Professional Hurt
Behavioral Themes
Respecting People
Developing Self
Better Decision Making

Principled Leadership
Knowing the Organization
Communicating Well
A need for Standards

o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o

Areas for Leadership Development
Leading Others
Self Leadership
Building Self Confidence
Self Leadership
Building Self Confidence
Building Networks of Support
Public Sector Orientation Program
Job Rotation
The Political and Administrative Interface
The Political and Administrative Interface
Leading Others
Self Leadership
Public Sector Orientation Program
Job Rotation
The Political and Administrative Interface
Self Leadership
Leading Others
Building Self Confidence
Human Resource Management
The Political and Administrative Interface
Public Sector Orientation Program

Personal Learning and Growth
In concluding this study, I cannot but reflect on the beginning, where my own
experience moved me to think of and become curious about professional hurt for I am
now even more convinced of its value, as I give thoughtful consideration to how it is, that
like the research participants who learned and grew personally and professionally from
their experiences, I also did as I listened to their stories, analyzed, and sought to interpret
the research findings in light of available literature.
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As a public sector leader myself, I was humbled even as I was made wiser by the
leaders’ stories, for I became more convinced of the existence of professional hurt. I was
encouraged by their duty to serve despite the painful twists and turns that attended their
experiences. I was inspired by their persistence and resilience. I was moved by the
leaders’ willingness to share their stories so that others can benefit. I was pained by their
stories but became more resolute in my commitment to not cause professional hurt.
But of all the ways that I have learned and grown from this experience, the one
that most touches my heart is in how I have become more resilient as a wife, a mother, a
friend, a daughter, a sister, a leader, a scholar, and altogether a human being. For each of
my roles carried their complexities, challenges, and sometimes disappointments, which
had to be managed to ensure the successful completion of this research. Throughout the
process of this research I had to heed the advice of Pulley and Wakefield (2001), that
“developing resiliency requires that you pay attention to the complexities of your
experiences, listen to your emotions, and be willing to learn from disappointment as well
as success” (p. 7).
While I would also wish to say that the experience of pursuing this study was
transformational, I cannot yet do so. Burns (2006) in speaking of “transforming
leadership” indicates that it is characterized by “the deep, comprehensive, and enduring
change... achieved” (p. 4). The personal and professional changes I have made since I
commenced this research, and for which others too have commented on, while perhaps
deep and comprehensive, could not yet be considered enduring, as they have not yet
stood the test of time. However, the real transformation that I would wish to see is in how

	
  

167
this study might help public sector leaders across the Caribbean to navigate professional
hurt and not have their leadership be a cause for hurt.
What More Is There to Know About Professional Hurt?
While this exploratory study has resulted in an initial definition,
conceptualization, and model for professional hurt, there is a lot that I still remain curious
about. I am curious as to how politicians perceive or experience professional hurt and
whether or not they would give credence to its existence. I would also want to know
whether or not they themselves experienced professional hurt and how it is that their
experiences might reshape or support the definition I have purported.
I am also curious as to the extent to which the ways in which leaders have
identified that their leadership has been positively affected by their experience, have in
fact been reflected in the public service and might have influenced any systems-related
changes. I would also like to further explore why public sector leaders remain in the
sector despite professional hurt and what this says about the phenomena and the
individuals who serve as leaders in the public sector. Finally, I also wish to further
examine the influence of gender in professional hurt, looking at perpetrators, the
researcher, and the leaders who are hurt.
While a focus of the study was to address the question as to what factors emerge
from leaders’ stories that lead to professional hurt, it would have been an added value if it
had also considered the instigators of professional hurt and their gender differences. This
might have provided added reasons as to why and whether this might have contributed to
gender being one of the top five causes leaders identified for professional hurt. Exploring
these and other questions in future research will not only add to the body of knowledge
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this study has begun to create, but will also challenge some of the assumptions that were
made, thus enriching our understanding of professional hurt.
Chapter Summary and Conclusion
The responses received from public sector leaders who chose not to accept my
invitation to participate in the study, suggested that it was for the reason that they saw the
exercise as being highly political in nature or that their experiences were just too painful
to recall. When these responses are considered alongside those of the 20 public sector
leaders who chose to take the risk to be a part of the change for a different public sector
leadership, a single story is told. It is the story that says public sector leadership is by far
the noblest but equally so the most bitter.
The stories that have been told, while highlighting the complexities of
professional hurt, also send a clear and distinct message that there are no easy answers to
mitigating this phenomenon. However, there are professional, dutiful, and committed
public sector leaders past and present, who have moved beyond their pain to not make
professional hurt be about them, but about how they can as individuals and as a
collective, use the learning from their experiences to lead differently and to support
others to do likewise.
The need for ongoing leadership development interventions generally and for
mitigating professional hurt more specifically cannot be overstated. We would do well to
embrace the thought that “the skills required to conquer adversity and emerge stronger
and more committed than ever, are the same ones that make for extraordinary leaders”
(Bennis & Thomas, 2002, p. 39). Undoubtedly, extraordinary leaders are what our public
services and our countries need to transform develop and grow.
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Appendix A
Informed Consent

I	
   _______________________________________	
   of	
   _____________________,	
   consent	
   to	
   be	
  
aparticipant	
   for	
   a	
   study	
   being	
   undertaken	
   by	
   Ruby	
   M.	
   Brown	
   the	
   researcher,	
   in	
   partial	
  
fulfillment	
  of	
  the	
  requirements	
  for	
  the	
  degree	
  of	
  Doctor	
  of	
  Philosophy	
  in	
  Leadership	
  and	
  Change	
  
with	
  the	
  Antioch	
  University,	
  USA.	
  
I	
   understand	
   that	
   this	
   study	
   purposes	
   to	
   investigate	
   the	
   themes	
   of	
   Professional	
   Hurt	
   and	
   its	
  
relation	
   to	
   leading	
   change	
   in	
   the	
   practice	
   of	
   public	
   service	
   leadership	
   in	
   the	
   Caribbean.	
   It	
  
purposes	
   also,	
   to	
   offer	
   the	
   kind	
   of	
   insights	
   into	
   Professional	
   Hurt	
   that	
   can	
   inform	
   leadership	
  
development	
  programs	
  and	
  help	
  develop	
  leaders	
  to	
  prevent	
  hurt.	
  
I	
  agree	
  to	
  participate	
  in	
  one	
  or	
  more	
  interviews	
  and	
  for	
  these	
  to	
  be	
  recorded	
  and	
  for	
  someone	
  
else	
  in	
  addition	
  to	
  the	
  researcher	
  (a	
  transcriber)	
  to	
  listen	
  to	
  the	
  recordings	
  and	
  make	
  complete	
  
transcripts.	
  
I	
   agree	
   to	
   tell	
   my	
   story,	
   determining	
   what	
   I	
   include	
   and	
   how	
   I	
   define	
   the	
   issues,	
   and	
   understand	
  
that	
  I	
  can	
  choose	
  not	
  to	
  answer	
  any	
  question	
  that	
  makes	
  me	
  uncomfortable.	
  
I	
  understand	
  that	
  my	
  participation	
  in	
  the	
  research	
  is	
  voluntary	
  and	
  I	
  can	
  withdraw	
  at	
  any	
  point,	
  
and	
  there	
  will	
  be	
  no	
  consequence	
  for	
  my	
  withdrawal.	
  
I	
   understand	
   that	
   should	
   I	
   experience	
   any	
   discomfort	
   as	
   a	
   result	
   of	
   sharing	
   my	
   experience,	
  
information	
  will	
  be	
  provided	
  which	
  I	
  can	
  choose	
  to	
  use	
  to	
  access	
  professional	
  help.	
  	
  
I	
   understand	
   that	
   following	
   the	
   completion	
   of	
   the	
   research,	
   all	
   information/data	
   gathered,	
  
records	
   and	
   transcriptions	
   will	
   be	
   kept	
   confidential	
   and	
   will	
   be	
   stored	
   indefinitely	
   in	
   a	
   locked	
  
cabinet	
  and	
  a	
  password	
  protected	
  computer	
  and	
  may	
  be	
  used	
  for	
  future	
  scholarly	
  presentations	
  
and	
  publications	
  including	
  being	
  a	
  part	
  of	
  the	
  researcher’s	
  dissertation.	
  
I	
  agree	
  to	
  have	
  my	
  anonymity	
  maintained	
  and	
  so	
  my	
  name	
  will	
  not	
  be	
  used,	
  but	
  a	
  pseudonym	
  
instead.	
  
I	
  am	
  aware	
  that	
  should	
  I	
  have	
  any	
  ethical	
  questions	
  or	
  concerns	
  about	
  this	
  project,	
  I	
  can	
  contact	
  
the	
   Chair	
   of	
   the	
   Institutional	
   Review	
   Board,	
   Antioch	
   University	
   PhD	
   in	
   Leadership	
   and	
   Change,	
  
telephone:	
  	
  937-‐319-‐6144.	
  
Signed:	
  ___________________________________	
  
	
  
	
  
	
  
Signature	
  
	
  
	
  
_____________________________	
  
	
  
	
  
	
  
Date
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Kindly cite the above reference.
Taylor, E.S. (2009). State of Public Service Leadership Capacity: Contemporary issues and role
of Public Service Training Institutions. CAPAM Conference 22-24 June, 2009 at INTAM, Kuantan,
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